Integrative Ability as it Relates to Problem Solving Strategies: A Study of Possible Factors Affecting and Affected by this Ability by King, Ann
Utah State University 
DigitalCommons@USU 
All Graduate Theses and Dissertations Graduate Studies 
5-1979 
Integrative Ability as it Relates to Problem Solving Strategies: A 
Study of Possible Factors Affecting and Affected by this Ability 
Ann King 
Utah State University 
Follow this and additional works at: https://digitalcommons.usu.edu/etd 
 Part of the Leisure Studies Commons 
Recommended Citation 
King, Ann, "Integrative Ability as it Relates to Problem Solving Strategies: A Study of Possible Factors 
Affecting and Affected by this Ability" (1979). All Graduate Theses and Dissertations. 6410. 
https://digitalcommons.usu.edu/etd/6410 
This Thesis is brought to you for free and open access by 
the Graduate Studies at DigitalCommons@USU. It has 
been accepted for inclusion in All Graduate Theses and 
Dissertations by an authorized administrator of 
DigitalCommons@USU. For more information, please 
contact digitalcommons@usu.edu. 
INTEGRATIVE ABILITY AS IT RELATES TO PROBLEM SOLVING 
STRATEGIES: A STUDY OF POSSIBLE FACTORS AFFECTING 
AND AFFECTED BY THIS ABILITY 
by 
Ann King 
A thesis submitted in partial fulfillment 
of the requirements for the degree 
of 
MASTER OF SCIENCE 
in 
Outdoor Recreation 
UTAH STATE UNIVERSITY 
Logan, Utah 
1979 
ii 
ACKNOWLEDGMENTS 
I would like to pay special tribute to Richard M. Schreyer, my 
major professor, who initiated, guided and directed this project. I 
would also like to thank the other members of my committee, John D. 
Hunt, Kent Downing and J. Nicholls Eastmond, Jr., for their suggestions 
and valuable assistance. Financial support for this project was gen-
erously provided by the Department of Outdoor Recreation. 
I am deeply indebted to the following people for their time and 
assistance. Margaret King typed and edited the revisions and final 
copy of the manuscript. Joel Bergquist drafted figures and tables. 
These two individuals, more than any others, have inspired and en-
couraged the completion of this project. 
Ann King 
TABLE OF CONTENTS 
ACKNOWLEDGMENTS 
LIST OF TABLES 
LIST OF FIGURES 
ABSTRACT 
Chapter 
I. INTRODUCTION. 
II. AJ.1 OVERVIEW OF INTEGRATIVE ORIENTATION 
Cognitive Theory. 
Complex Style 
Integratively Complex Style 
Creative Style 
Integrative Ability in Problem Sovling 
Influences on Cognitive Style 
III. INTEGRATIVE ORIENTATION: AFFECTED VARIABLES 
A Model of Elements Affecting and Affected 
by an Integrative Orientation 
An integrative orientation 
Education 
Major field of study 
Agency 
Time 
Tasks 
Level in organization 
Important skills 
Situation in which skills acquired 
IV. THE STUDY 
Developing the Integrative Index 
Characteristics of the Data 
Analys is Used 
Page 
ii 
V 
vi 
vii 
1 
3 
3 
4 
7 
8 
9 
12 
15 
15 
17 
18 
19 
19 
20 
21 
21 
22 
22 
23 
25 
42 
42 
iii 
TABLE OF CONTENTS (Continued) 
V. PROCEDURES AND RESULTS OF HYPOTHESES TESTING 
Education 
Major Field of Study 
Agency 
Time . 
Tasks 
Level in Organization 
Important Skills . 
Situation in Which Skills Acquired 
VI. DISCUSSION AND IMPLICATIONS OF RESULTS 
Non-Significant Results and How They Might 
be Interpreted 
Integrative scale 
Variables used in the study 
The questionnaire 
Comments 
Significant Results and Implications 
Importance of skills 
LITERATURE CITED 
APPENDIX 
Page 
45 
45 
47 
49 
51 
57 
58 
66 
72 
89 
89 
89 
90 
92 
93 
93 
93 
95 
98 
i v 
LIST OF TABLES 
Table 
1. Mean, standard deviation, kurtosis, and skewness 
used to determine integrative index 
2. Correlation between variables that made up th e 
integrative index 
3. Description of the two polar extremes used in 
the integrative scale . 
4. Pearsons correlation coefficient and r 2 of items 
used in integrative index correlated with the 
integrative index. 
5. Frequency distribution of integrative scale 
6. Education completed by respondants 
7. Number and percent of respondants majoring in 
different areas 
8. A comparison of integrative levels between the 
agencies 
9. Number of years respondants hav e held their cur-
rent job position . 
10. Comparison of case numbers, means, and standard 
deviations of the integrative index and time 
within five job titles 
11 . Correlation coefficients between the integration 
index and time as measured within five job titles 
12. Mean and standard deviation of numbers of tasks 
performed by integrators and reducers: comparison 
between the two variables 
13. Comparison of integration wi.thin v a rious job levels 
in e a ch of the agencies 
14. Comparison of mean values of importance giv en each 
skill between integrators and reducers 
15. Comparison of mean values of places each skill should 
Pa ge 
37 
39 
40 
41 
43 
46 
48 
52 
54 
55 
56 
59 
61 
67 
be acquired between integrators and reducers 79 
V 
LIST OF FIGURES 
Figure 
1. Hypothesized model of the relationship affect-
ing and affected by an integrative orientation 
2. The percent response in each category demon-
strating a degree of preference towards solv-
ing problems in reference to the two extreme 
statements . 
3. Distribution of positions held 
4. Skills important to outdoor recreation related 
positions--a comparison between integrators 
and reducers 
5. Where college graduates entering the fi e ld 
should acquire skills--a comparison be twe en 
integrators and reducers 
Page 
16 
26 
61 
73 
84 
vi 
ABSTRACT 
Integrative Ability as it Relates to Problem Solving 
Strategies: A Study of Possible Factors Affecting 
and Affected by this Ability 
by 
Ann King, Masters of Science 
Utah State University, 1979 
Chairman: John D. Hunt 
Thesis Advisor: Richard M. Schreyer 
Department: Outdoor Recreation 
vii 
Individuals within the United States Forest Service, the National 
Park Service, the Bureau of Land Management, and state park systems 
were studied to determine their integrative orientation (general problem 
solving strategies). This orientation involves a preferen ce for trying 
new ideas, working within a long time frame, generalizing in planning 
or managing, taking risks, working in close association with others, 
examining many aspects of a problem, working on difficult problems, 
developing a variety of skills, and working on problems requiring con-
tinual revision. An attempt was made to relate this orientation to educa-
tion, major field of study, agency, time, tasks, level in the organi-
zation, important skills, and situations in which skills are acquired . 
The results, for the most part, were inconclusive. However, ~uch 
of this can be attributed to the sampling procedure and the format 
of the questionnaire. 
viii 
Integrative orientation tested with skills thought to be important 
yielded significant results, with definite differences appearing between 
the groups. The overall pattern which developed showed that an indi-
vidual with a high integrative ability feels that a wider variet y of 
skills is more important than does an individual with less integrative 
ability. 
(115 pages) 
deal with multiple environmental and personal complicatio ns more eff ec -
tively than individuals with less integrative ability. 
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After identifying individuals ranging along the integrative scale, 
this study attempts to identify factors which influence or are influenced 
by integrative ability. Among the variables examined in relation to in-
tegrative ability are level of education, type of education (major field 
of study), agency involved, level attained within the agency, numbe r of 
on-the-job tasks, type of skills necessary to the professio n, where 
skills should be taught, and time spent in a position. 
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CHAPTER II 
AN OVERVIEW OF INTEGRATIVE ORIENTATION 
Growing concern over environmental impacts, our growing economy and 
technology, and the complexity of organizational structures demands that 
we seek personnel who are able to integrate and deal with complex struc-
tures and interdependencies, examine tradeoffs, and come up wit h viable 
solutions to our many problems. This chapter will examine various cog -
nitive styles or successful performance characteristics which typify a 
person with a highly integrative ability in problem solving . A second 
objective of the literature review is to show through other studi es that 
this integrative ability -- or a particular cognitive style -- is at 
least partially learned and can be modified. 
Cognitive Theory 
Basic to the study of an individual with highly developed integra-
tive abilities is the theory of cognitive structure. Cognition, as Pervin 
(1975) explains, refers to the processes through which the individual ob-
tains information from the environment, transforms that inform a tion in his 
own way, and then uses it to respond to the environment. Aspects of the 
ongoing cognitive process of the individual are sensation, perception, 
memory, thinking and problem solving. Shaw and Costanzo (1970) emphasize 
central processes such as ideas, attitudes, and expectancies (which is 
essentially the same as Pervin's meaning) in the explanation of behavior 
when discussing cognitive theory. In their article, they list several 
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dimensions of cognitive theory which help clarify the term. (However, none 
of these finds total acceptance in the research community.) Attributes of 
cognitive theory (1) are seen to be more concerned with concept formation, 
thinking, and the acquisition of knowledge; (2) appeal to mentalistic con-
cepts such as knowing, meaning, understanding and similar conscious ex-
periences, as the most significant data of science; (3) are seen in terms 
of differential states of consciousness existing in relation to organized 
systems of images, concepts, and propositions in the cognitive structure; 
and (4) usually assume a molar (or total) approach. 
Levin, in Bieri (1961) claims that there are two aspects to the cogni-
tive system: 1) the complexity or differentiation of its units, and 2) its 
heirarchical organization. The latter phrase refers to a more complicated 
interdependence of parts of the system. Shaw and Costanzo (1970) also 
mention the notion of differentiation of parts and an integrated organi-
zation when describing cognitive structure. 
Complex Style 
Concern with the structural characteristics of the person's cogni-
tive system has led Bieri (1961) to assume that the complexity of the 
system affects a person's ab ility to respond . differentially to the envi-
ronment. He believes that a cognitively complex system contains many 
constructs and provides for considerable differentiation in perception 
of phenomena, and that a cognitively simple system contains few constructs 
and provides for poor differentiation in perception of phenomena. 
In Mayo and Crockett (1964), Bieri notes that these interpersonal con-
structs differentiate highly among persons and that the degree of dif-
ferentiation of a construct system reflects the system's complexity-
simplicity. 
The nature of a complex cognitive structure implies that, beca use 
of the differentiation, a person is more versatile in his response reper-
tory in social relations and is capable of making finer discriminations 
between aspects of the social environment (Bieri, 1961). Pervin (1975) 
and Mayo and Crockett (1964) support this by stating that cognitively 
complex persons see people in a different way, as having a variety of 
qualities. 
Rock (1969) further states that this complexity is a determinant 
in the level of information processing, so that within a given stimulus 
domain a complex (or what he calls abstract) individual will perceive 
information along more dimensions and organize it in a more complex and 
flexible way. In addition, and perhaps because of the level of infor-
mation processed, Streufert and Schroder (1965) suggest that individuals 
with complex structures have the capacity to generate more and use more 
rules for integrating environmental information. Mitchell (1972), too, 
found that leaders with high complexity scores are more flexible in their 
behavior and perform better. 
Among the other researchers citing improved performance due to a 
complex cognitive structure are Ault (1973), who concluded that a more 
developed cognitive structur e is responsible for what she terms "refl ectiv e" 
children's (those who proc ess information thoroughly) better performance 
in problem solving. McKinn ey (1975) also found that cognitive style is a 
significant contributor to performance, again explaining that reflectiv e 
children process task information more efficiently than impulsive children. 
Studies done by Maier (1963) support this line of reasoning by showing 
that performance is increased when more time is spent focusing on the 
problem and delaying the final solution. 
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Creative Style 
Creativity, or the ability to respond in a creative manner, can also 
be considered as a style of cognition. While there is no one formula for 
being creative individuals with this skill seem to manifest certain 
characteristics in common, many of which can be linked with character-
istics of a complex cognitive style. 
Among the researchers linking creativity to complex cognitive styles 
are Wachtel (1972) and Renner (1970), who found evidence that cognitive 
style and various other personality characteristics go together. Renner 
(1970, p. 257) elaborates by noting that persons with complex cognitive 
styles possess more "self sufficiency, initiative, achievement orientation, 
introspection, perceptual and cognitive independence, tolerance for ambi-
guity, and risk taking habits than those with simple cognitive styles." 
Renner found that these factors are also used to identify creative people. 
Generally, individuals with complex cognitive structures are able to 
handle and prefer more complex inputs from their environments. In tests 
measuring complexity-simplici ty preferences, Eisenman and Boss (1970) found 
that complexity preference is also associated with a measure of creativity, 
while preferences for simplicity are probably based on a need for simple 
order. Using a series of polygons ranging in complexity, Eisenman and 
Robinson (1967) determined that creativity is related to preference for 
c omplexity. 
As mentioned previously, creative individuals do differ from one 
another. Nichols (1976) feels that differences occurring between creative 
individuals may to some degree reflect the area of their work. Roe (1953) 
has shown that workers in different disciplines do differ in character-
istic ways. She has produced evidence suggesting that there are dif-
ferent requirements for success in different disciplines. Roe points 
out that a more notable contribution may be made in these varied situ-
ations by the atypical or creative worker. 
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Researchers other than Renner have also outlined similar attributes 
of creative individuals. Barron (1963) developed a general framework for 
the creative person consisting of ten attributes. Important to this 
study in developing the notion of an integrative ability are the fol-
lowing: (1) that the creative person points to the usually unobserved; 
(2) that the creative person sees things as others do, but also as others 
do not; (3) that the creative person is independent in cognition and 
values clearer cognition; (4) that the creative person can consider more 
ideas at once; and (5) that the creative person's universe is more com-
plex. Other qualities of the highly creative individual described by 
Gantz, Stephenson, and Erickson (1960) and pertinent to this study in-
clude the willingness to take on challenges, the desire for give and 
take in communications and the willingness to take professional risks 
across a fairly wide spectrum of professional behavior. Shouksmith 
(1970), too, attributes the willingness to take on difficult problems 
and indulgence in high risk to the creative person. 
Integrative Ability in Problem Solving 
Thus far several styles of cognition have been reviewed and, de-
pending on the measures and the qualities researched, several character-
istics seem to be more useful in problem solving. 
Viewing the many notions of cognitive styles, Shouksmith (1970, 
p. 195) sees them as "strategies for solving problems." Stated in 
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similar terms, McKenny and Keen (1974, p. 80) view problem solving "in 
terms of the processes through which individuals organize the informa-
tion they perceive in the environment, bringing to bear habits and 
strategies of thinking." These definitions are very similar to the origi-
nal definition of cognition. The problem becomes that of choosing a style 
universally effective which encompasses successful characteristics of 
those previously mentioned. 
One of these styles thought to be more successful in problem solving 
is described by Driver (1972) and later tested in part by Schreyer (1974). 
This style is known as integrative ability. 
Driver's (1972) notion of integrative ability is similar to pre-
vious descriptions of cognitive complexity and integrative complexity, 
but, at the same time, encompasses a much broader notion. He defines 
integrative ability as the ability to perceive relationships in a problem 
situation, which in turn is closely related to how a person structures 
and cop e s with complexity. His interest however is in how a person 
structures and cop es with complexity in our environment when attempting 
to solve problems. 
Driver (1972) feels that an adequately developed integrative ability 
can do much to bring behavior and the principles of ecology in tune with 
each other. He states: 
. given that (1) most environmental problems 
are complex, (2) each of us has limited cognitive 
capacities or capacities to process information, 
and (3) we each need a certain amount of famili-
arity and predictability before we can master a 
problem situation; this structuring is of con-
siderable importance since it affects our coping 
and adaptive patterns (Driver, 1972, p. 8). 
11 
Driver associates this struc tur i ng with attitude formation and ch ange, 
and wi t h b ehavior . More fu ndamentally, he feels the structuring of and 
copi ng with complexity affec t how we defin e and approa ch pro blems at th e 
ind ividu a l and group levels. Driver is not alone in noting the i mportan ce 
of integrative abili t y. Lin dahl (1973) also points out the importance 
of i n tegrating knowledge i n thinking and learning. 
Driver has drawn up a list of traits which he feels are indicative 
of integrati ve ability. Although not specifically tested by Dr iver, he 
seems to have developed his construct of integrative abilit y by using 
the wide array of research previously done on specific aspects of cognitiv e 
structure and characteristic s of successful scientists. His notions of 
integrative ability are broa d and should be regarded as varying along 
a continuum. At one end of the continuum is the "integrator" and at th e 
other end, the "reducer" (the i nd i v i dual l ess likely to poss e ss the quali-
ties specified) . 
Driver's (1972) specific ations are 1) that the person with high in -
tegrative ability has a speci fi c s k i ll or ar ea of competence which he can 
apply in a problem solving si tuation; 2) th e person wi th high int egra t ive 
ability is capable of both an alysis and synthesis, meaning he can break 
down a complex system to anal yze and gain knowledge of the various com-
ponents and then synthesize these components into a meaningful whole; 
3) the person with high integ rative ability can tolerate ambiguity, cope 
with diverse facto r s, s t ruct ure complexity, accept a certain amount of 
r isk and he knows that all pr oblems are surrounded in some way by un-
ce r tainty; 4) the pers on wi t h high integrative ability has an awareness 
of and sensitivity to r elati onships, interdependencies, alternatives, 
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consequences, and feedback on all levels of an action; 5) the person 
with high integrative ability views the future in probabilistic terms, 
prepares for future events, and has at least in part a delayed personal 
reward system; 6) the person with high integrative ability encourages 
working with others and will share the credit for his work with others; 
and 7) the person with high integrative ability can make decisions or 
help make decisions and then follow through with the situation. 
These characteristics are used later in this study in determining 
where employees of the United States Forest Service, National Park 
Service, Bureau of Land Management, and state park systems perceive 
themselves as being along the integrative continuum. 
Influences on Cognitive Styles 
Assuming an integrative ability is indeed the most effective strategy 
for problem solving, one wonders how a person might acquire such an ability. 
Therefore, important to this study is the notion that various cognitive 
styles are learned and can be developed by instruction. Several re-
searchers substantiate this theory. Korchin (1976) explains that, in 
general, the pattern of development is towards greater differentiation, 
integration and self-regulation and that this growth is continuous through 
life. 
Vester (1973) contends that differential units of the human intel-
lect may be either partially correlated or not at all and that whether 
this potential is fulfilled depends on the necessary precipitating agents 
present in one's environment. He goes on to say that since maturational 
and learning factors are likely to affect cognitive differentiation, 
both age and education variables may be expected to influence structure. 
Although cognitive styles seem to vary between individuals and 
within specific tasks performed by the individuals, Negoescu-Budor 
(1975) concluded that a significant interaction does exist between the 
cognitive styles and the task of concept formation and that the ef-
ficiency in concept formation depends on cognitive style. He upholds 
that the individual forms concepts efficiently when instructed by a 
strategy adequate to his cognitive style. Rock (1969) and Gill and 
Bennis (1968) also hold that, in addition to experience, training can 
govern how we see the world. A study conducted by Renner (1970) sug-
gests that with instruction subjects can be modified in their art pref-
erences towards more complexity. 
Further evidence of modification in cognitive styles from learning 
is found in Leavitt's (1976) paper. Research suggested that students 
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at Carnegie Tech in engineering were taught to think in more different 
ways about problems than were fine arts students. Leavitt explained that 
seniors in engineering scored better on analytical tests than juniors, 
juniors than sophomores, sophomores than freshmen over their four years 
of education. More advanced fine arts students scored better on imagina-
tive/intuitive tests. These facts alone are not surprising, but important 
is the fact that advanced engineering students were less imaginative than 
freshmen engineers, and advanced artists less analytical but more imagina-
tive/intuitive than freshmen artists, each becoming less than the other. 
McKenny and Keen (1974) also view individual styles as a development 
from training and experiences. They feel that there is a tendency for 
students to increasingly choose courses that build on strengths and that 
this reinforcing pattern further develops these strengths and perhaps 
diminishes the skills in which the student is less confident. 
Research has demonstrated the possibilities for modifying styles 
of thinking and processing information. Institutions of learning have 
the option of designing curricula which will aid in the development or 
modification of an individual's integrative ability. 
14 
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CHAPTER III 
INTEGRATIVE ORIENTATION: AFFECTED VARIABLES 
The major purpose of this study is to characterize individuals with 
integrative ability, establish factors which influence this ability, and 
describe the effect of integrative ability on choice of skills thought 
to be necessary to the job, the situation under which these skills should 
be mastered, and situational factors such as the level one is able to 
reach within the organization, and the number of tasks performed on the 
job. 
The main variable throughout this study is referred to as "an inte-
grative orientation" or as "an integrator." Other variables to be tested 
with the integrative variable include level of education, major field of 
study, the number of tasks performed on the job, skills thought to be 
important for the job, situation under which these skills should be 
mastered or taught, agency, the level an individual attains in the agency, 
and the length of time an individual holds his position. 
A Model of Elements Affecting and Affected 
by an Integrative Orientation 
Figure 1 illustrates the hypothesized model linking the effects on 
an integrative orientation and of an integrative orientation. Each box 
represents specific variables drawn from concepts presented earlier which 
describe integrative ability and other cognitive styles. Also, each box 
AMOUNT OF EDUCATION ~l 
~ 
MAJOR FIELD OF STUDY I--..__ 2-._. ~ 
ORIENTATION 
~3/' ~
AGENCY 
4/ 
YEARS IN POSITION 
/ 
---6-
.........__,___ 7 
"---8 
I. NUMBER OF TASKS 
~ SKILLS THOUGHT IMPORTANT 
SITUATION IN WHICH TO MASTER 
SKILLS 
Figure 1. Hypotiesized model of the relationship affecting and affected by an integrative orie ntation. 
f-' 
°' 
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with its respective arrow is numbered and represents a specific hypothesis 
to be described. 
An Integrative Orientation 
Before stating the hypotheses involved in this study, a clear concept 
of exactly what an integrative orientation encompasses should be internal-
ized. This construct represents Driver's (1972) postulation of factors 
related to effective problem solving, along with factors found effective 
in other cognitive styles. This generalized problem solving strategy is 
the key to this study and will later be related to several variables in 
an attempt to measure various effects. 
In this study, the integrator who ranks at one end of the inte-
grative scale (1) sees himself as one who tries new ideas and methods 
for solving job related problems; (2) prefers to discuss his work periodi-
cally with others; (3) prefers to work on problems, projects, or in situ-
ations with a long time frame; (4) prefers to generalize in his planning 
or managing approach as much as possible, mapping out broad features of 
important new areas and leaving detailed study to others; (5) undertakes 
projects and deals with situations that involve considerable risk of fail-
ure; (6) prefers to take personal responsibility for working with superiors, 
subordinates, or groups to get practical application of his ideas; (7) 
prefers to work in close association with others when planning or manag-
ing; (8) prefers to consider many aspects of a problem at the same time; 
(9) prefers to work on difficult and challenging problems; (10) likes to 
read and develop a variety of skills and knowledge areas outside his im-
mediate interests; and (11) likes to work with problems whose solutions 
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require continual revision and examination. At the other end of the con-
tinuum is the reducer, who is least likely to be integrative. The re-
ducer (1) prefers "tried and true" methods for solving job related prob-
lems; (2) prefers not to discuss his work with others in order to avoid 
interference; (3) prefers to work on problems, projects, or situations 
that are capable of a quick solution; (4) prefers to specialize in selec-
ted areas probing as deeply and thoroughly as possible; (5) prefers to 
undertake projects or deal with situations that do not involve considerable 
risk of failure; (6) prefers to leave the responsibility for applying 
his ideas to others; (7) prefers to work by himself when planning or 
managing; (8) prefers to focus in on a few key aspects of a problem at 
the same time; (9) prefers to work on familiar and easily solved prob-
lems; (10) prefers to read articles dealing primarily with his own field 
of expertise; and (11) prefers to deal with straightforward problems that 
can be attacked directly, without continual revisions and changes. 
Education 
Hypothesis 1. Those individuals with higher education will be more 
integrative than those with a lower level of education. 
Here it is assumed that the likelihood of being stimulated and in-
formed over a broader and perhaps more complicated range of subject matter 
by taking advantage of higher education will afford an individual the op-
portunity to develop a more complex cognitive style, which might later in-
crease his capacity to handle more diverse sources of information. The 
following categories pertaining to the education variable were used in 
testing the relationship between education and integrative orientation: 
(1) less than high school, high school, and technical school; (2) Bachelor's 
and Associate's degrees; and (3) Masters or PhD's. 
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Major Field of Study 
Hypothesis 2. Those individuals majoring in humanistic fields, 
specifically political science, sociology and/or outdoor recreation will 
be more integrative than those majoring in scientific or business-related 
fields. 
The assumption here rests primarily with the fact that the social 
or humanitarian fields deal with people-related topics and will, more than 
the scientific and business fields which are more analytical, develop 
skills encouraging a greater awareness of the differences among indi-
viduals a.nd the need for effective communication. Evidence by Leavitt 
(1976), offered in the literature review, supports this notion. The two 
major categories pertaining to the major field of study variable and used 
in testing the relationship between field of study and integrative orien-
tation are (1) political science, sociology, outdoor recreation; and (2) 
all other major areas of study mentioned in the questionnaire. 
Agency 
Hypothesis 3. The different agencies under consideration will differ 
significantly as to their integrative orientation. 
This particular area is not fully discussed in the literature review; 
however, it is alluded to by mention of the fact that various jobs possess 
qualities that are more or less conducive to creativity. In addition, con-
siderable research has been done concerning the effects of organizational 
socialization and the role an individual assumes when joining an organi-
zation. Schein (1975, p. 3) defines organizational socialization as 
"the process of learning the ropes; the process of being indoctrinated 
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and trained, the process of being taught what is important in an organ-
ization or some subunit thereof." He maintains that the process occurs 
in school and perhaps most dramatically when the graduate enters an 
organization. Because the only information available in this question-
naire is the name of the agency, it will be assumed that these agencies 
do differ in their socialization, restrictive, and encouraging features. 
The purpose here, then, is to determine to what extent each agency might 
differ from the others. Agencies to be examined as to their relation-
ship with an integrative orientation are: the U. S. Forest Service, 
National Park Service, the Bureau of Land Management, and state park 
systems . 
Time 
Hypothesis 4. Those individuals holding various job titles (i.e., 
Ranger, Manager, etc.) and having spent the fewest number of years in 
that position will show a higher integrative orientation than those 
holding the same job title for longer periods. 
Normally, as indicated by the arrow in Figure 1, one could assume 
that a longer time frame will increase the opportunity to process more 
information and develop more constructs to deal with our environment. 
However, the conditions mentioned in this hypothesis assume a different 
relationship. Rather than considering the effect of time on integration, 
a test will be made to determine the influence of integration on time 
spent in a position. This backdoor type of measurement is necessary 
since there is no measure of time other than the number of years an in-
dividual has held his present position. After controlling for that po-
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sition, it is then possible to compare individuals in similar positions 
as to the time spent on that job and relate it to an integrative orienta-
tion. Assuming that an integrative individual is more effective in prob-
lem solving and thus more successful in job performance, it can be ex-
pected that individuals will be continually moving on to other job re-
sponsibilities. 
Tasks 
Hypothesis 5. Individuals with an integrative orientation will tend 
to engage in significantly more tasks than those without this orientation. 
Speculation for this hypothesis sterns from the fact that individuals 
with highly developed cognitive structures, or a truly integrative ori-
entation, are able to process more information and deal effectively with 
more diverse factors. It would seem reasonable that an individual with 
an integrative orientation will assume a broader range of responsibilities 
than a "reducer" who will tend to devote his time to fewer aspects of 
the total job situation. 
Level in Organization 
Hypothesis 6. Within a specified agency, those individuals in 
higher positions will be more integrative than individuals in lower 
positions. 
Reasoning similar to Hypothesis 4 is in effect here. If an indi-
vidual is able to obtain a high level job position within his agency, 
speculation can be made that this individual is more effective dealing 
with problems, communicates well with others, and is able to deal with 
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a broad area of concerns. If these qualities are indeed reasons for his 
high position, a direct link to his integrative ability will be clear 
since these are characteristics attributed to an integrator. 
Important Skills 
Hypothesis 7. "Integrators" and "Reducers" will differ significantly 
as to how important varying skills are to job performance, with the in-
tegrator showing a wider variance in the skill variables. 
It is assumed that an integrator has a broad range of interests, uses 
a variety of methods for solving problems, and deals with many aspects of 
a problem. These traits can be expected to manifest themselves through a 
more diverse choice of skills and can be contrasted with the reducer, who 
will tend to specialize and focus on only a few aspects, thereby finding 
the need for a less broad range of skills. 
Situation in Which Skills Acquired 
Hypothesis 8. Integrators and reducers will differ significantly 
as to how to acquire each skill. 
Again, because of the different perspectives held by the integrator 
and reducer, and in light of the fact that integrators might be inclined 
to develop a variety of interests outside immediate job interests and 
recognize the possibilities for many modes of instruction, it can be ex-
pected that these individuals will choose a more diverse mixture of cate-
gories and show choices in methods for acquiring each skill which differ 
significantly from the reducer. 
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CHAPTER IV 
THE STUDY 
Information necessary for this research was provided mainly by a 
questionnaire which was distributed to a representative sampling of in-
dividuals holding various job positions within the National Forest Service 
(covering seven regions), National Park Service, Bureau of Land Management, 
and the state park systems of the western states. The questionnaire con-
tained 210 questions or possibilities for response areas and was designed 
mainly to determine important skill areas necessary in the Outdoor Recre-
ation profession, with the ultimate purpose of revising the curriculum at 
Utah State University in outdoor recreation so that it will better prepare a 
graduate for employment. 
The questionnaire was developed as a group effort by members of the 
Outdoor Recreation faculty and several graduate students, and was designed 
to be self administered. The process of development included open ended 
interviews with present recreational professionals who were asked to list 
and describe all job responsibilities, and a sample questionnaire which 
was sent to recreational professionals. Major sections of the question-
naire include: (1) job title; (2) job duties or tasks; (3) primary job 
function; (4) skills and where to acquire them; (5) preferences for ap-
proaching problem solving; (6) disciplines with a bearing on outdoor recre-
ation positions; (7) interest in outdoor recreation; (8) skills which dis-
tinguish outdoor recreation related positions from other disciplines; (9) 
outdoor recreation as a profession; (10) years in present position; (11) 
years in outdoor recreation; (12) education, including year graduated, 
place and major; (13) opinions on internship; (14) employment of in-
terns; and (15) additional comments. A copy of the questionnaire is 
included in Appendix 1. 
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Because of the expense involved, it was determined to send question-
naires only to individuals in their respective agencies who live in the 
western states, with the exception of the U.S. Forest Service who, be-
cause of their assistance, made it possible to distribute questionnaires 
in bulk to the district offices of seven regions where they were in turn 
distributed to the employees. An attempt was made when compiling the 
mailing list for the other agencies to reach a representative sampling 
of all levels in the particular agency. 
The final questionnaire was distributed by mail the last week in 
May, 1978, with an additional mailing in mid-July to remind those in 
the agencies contacted to fill in and return the forms. 
Of the total 1427 questionnaires sent, 813 went to the U. S. 
Forest Service, 125 to the National Park Service, 78 to the Bureau of 
Land Y-anagement, and 411 to the state park systems. Of these question-
naires, 877 were returned, which represents a return of 539 or 66.3% 
from the Forest Service; 62 or 49.6% from the Park Service; 66 or 84.6% 
from the Bureau of Land Management; and 210 or 51.1% from the state 
parks. The total represents a 61.5% response rate. The sampling period 
extended from the end of May through the second week in October, 1978. 
No further attempt was made to obtain questionnaires due to the already 
large sampling number. After this time, the questionnaires were coded 
and the information was placed on tape. 
25 
Developing the Integrative Index 
This section will examine the procedures used in developing the 
index denoting an integrative orientation. Using the factors describ-
ing integrative abilities which were formulated by Driver (1972), a 
section of the questionnaire was devoted to problem-solving strategies 
an individual would prefer in his present job situation. The strate-
gies were arranged on a continuum, with two statements each representing 
polar extremes. Five categories separated each of the statements and 
gave the respondent the opportunity to express a degree of agreement 
with one or the other of the statements. The statements were randomly 
ordered to prevent bias, but later recoded so that all variables could 
be measured on the same continuum. After recoding, on a scale from one 
to five, one indicated an integrator and five indicated a reducer, with 
numbers in between indicating a degree of agreement with the statements. 
The comparison between variables was then made. Figure 2 repre-
sents a visual comparison of the distribution of responses on the con-
tinuum for each of the eleven variables. It is apparent that many of 
the variables are skewed to the right, indicating that most of the 
cases are clustered to th e left of the mean. The actual statistics for 
mean, standard deviation, skewness and kurtosis of these variables are 
listed in Table 1. As a result of the output listed, it was decided 
that the variable concerning discussion with others and taking re-
sponsibility for seeing work through should be eliminated. These two 
variables in particular were highly skewed with a mean of around 1.0, 
which indicated that virtually everyone preferred the strategy favor-
ing the integrative pole. 
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Table 1. Mean, standard deviation, kurtosis, and skewness used to 
determine integrative index.a 
Items Considered 
New Idea/Tried and True 
Discuss Work/ 
Do Not Discuss Work 
Long Time Frame/ 
Quick Solution 
Generalize/Specialize 
Risk/No Risk 
Takes Responsibility/ 
Leaves to Others 
Close Association/ 
By Self 
Many Aspects/Key Aspects 
Difficult Problems/ 
Familiar Problems 
Variety of Interests/ 
Field Expertise 
Continual Revisions/ 
Straight-forward Problems 
a868 Cases Available 
bl · 5 d =integrator; =re ucer 
Mean b 
2.459 
1.544 
3.419 
2.634 
2.152 
1. 664 
2 .104 
2.408 
2. 075 
2.184 
3.141 
cKurtosis is a measure of relative 
peakedness(+) or flatness(-) in 
the distribution 
Standard Kurtosis C 
Deviation 
. 988 .017 
.814 3.499 
• 991 1.151 
1.139 -.512 
1.062 
-.351 
.841 . 784 
1. 038 -.181 
1.212 -.730 
.911 .018 
1.120 
-.492 
1.259 -. 773 
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Skewness 
.211 
1. 628 
-. 562 
.107 
.503 
1.048 
.600 
.352 
.384 
.530 
-.242 
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A correlation matrix was then run without these two variables and 
the results appear in Table 2. From this matrix it can be seen that 
most of the variables are correlated between .1477 and .3444, all of 
which are significant at the .01 level. However, the variable concern-
ing generalizing has a very low correlation with the variables concern-
ing trying new ideas, long time frame, and continual revisions. Because 
the variable concerning generalizing is important conceptually to this 
study and because its mean and general distribution fit previous inclu-
sion standards, it was retained as a factor in making the integrative 
scale. The only other variables with a poor correlation were those 
concerning trying new ideas and considering many aspects; however, 
since they too met previous standards and seemed to be significantly 
correlated with the other variables, a decision was made to keep them. 
The integrative scale was then made by adding raw scores of the 
nine remaining variables. A description of two polar extremes of these 
variables is given in Table 3. The mean of this integrative scale is 
22.7754. A lower score again indicates an integrator and a higher score 
a reducer. Pearsons correlation coefficient and r 2 was then obtained be-
tween the integrative scale and each of the variables used. All varia-
bles were significantly correlated at the .01 level with the exception 
of the variable concerning generalizing. The .01 level was selected 
in this and all other cases mentioned because of the large number of 
cases and in an effort to ensure that results were valid. These re-
sults are detailed in Table 4. 
Table 2. Correlation between variables that made up the integrative index. 
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Specialize .0788 -.0055 1.0000 .2306 .1675 .1839 .1616 
Risk/No Risk .2567 .1787 .2306 1.0000 .1757 .1690 .4232 
Close Association/ 
By Self 
.1175 .1477 .1675 .1757 1.0000 .2751 .2854 
Many Aspects/ 
Key Aspects .0758 .2132 .1839 .1690 .2751 1.0000 .3444 
Difficult Problems/ 
Familiar Problems .2995 .2839 .1616 .4232 .2854 .3444 1.0000 
Variety of Interests/ 
Field Expertise .2465 .1913 .1823 .1709 .1073 .1280 .3309 
Continual Revision/ 
Straight-forward Problems 
.2801 .3483 .0554 .2384 .1869 .1818 .2704 
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Table 3. Description of the two polar extremes used in the integrative 
scale. 
INTEGRATIVE SCALE 
Integrator 
I like to try new ideas and methods 
for solving job related problems. 
I prefer to work on problems, pro-
jects, or with situations with a 
long time frame. 
I prefer to generalize in my plan-
ning or managing approach as much 
as possible, mapping out broad fea-
tures of important new areas, leav-
ing detailed study to oth ers. 
I do not mind undertaking projects 
or dealing with situations that in-
volve considerable risk of failure 
if it interests me. 
I prefer to work in close associa-
tion with others when planning or 
managing. 
I prefer to consider many aspects 
of a problem at the same time. 
I prefer working on difficult and 
challenging problems. 
I like to read and develop a vari-
ety of skills and knowledge areas 
outside my immediate interests. 
I do not mind working with problems 
whose solutions require continual 
revision and examination. 
Reducer 
I prefer to use "tried and true" 
methods for solving job related 
problems. 
I prefer working on problems, pro-
jects, or with situations that are 
capable of a quick solution. 
I prefer to specialize in selected 
specific areas, probing as deeply 
and thoroughly as possible. 
I prefer undertaking projects or 
dealing with situations that do 
not involve considerable risk of 
failure. 
I prefer to work by myself when 
planning or managing. 
I prefer to focus in on a few key 
aspects of a problem at the same 
time. 
I prefer working on familiar and 
easily solved problems. 
I prefer reading articles dealing 
primarily with my own field of ex-
pertise. 
I prefer dealing with straightfor-
ward problems that you can attack 
directly, without continual re-
visions or changes. 
Table 4. Pearsons correlation coefficient and r 2 of items used in 
integrative index correlated with the integrative index. 
Items Used In Index 
New Ideas/Tried and True 
Long Time Frame/Quick Solution 
Generalize/Specialize 
Risk/No Risk 
Close Association/By Self 
Many Aspects/Key Aspects 
Difficult Problems/Familiar Problems 
Variety of Interests/Field Expertise 
Continual Revision/Straight-forward Problems 
r 
.5115 
.5186 
.4442 
.5777 
.5039 
.5425 
• 6743 
.5251 
. 5774 
2 
r 
.2616 
.2689 
.1973 
.3337 
.2539 
.2942 
.454 7 
.2757 
.3334 
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There has been no previous testing of this particular integrative 
scale as to its validity; however, it can be expected that individuals 
perceive themselves differently and a continuous scale of ability 
evolves as a result of this differentiation. 
In running the data analyses, this continuous scale was used most 
of the time. Exceptions will be explained in the results section, but 
an example of the distribution of the integrative scale which was used 
to group the data is shown in Table 5. 
Characteristics of the Data 
Most of the variables used in the hypotheses testing were either 
nominal or ordinal in nature. However, depending on the specific test 
used, the integrative scale was regarded as interval. The decision to 
regard this scale as interval was made due to the continuous nature of 
the scale, the flexibility in applying various tests, the power of the 
tests available and from arguments by statisticians Blalock (1972) and 
Nie et al. (1975), who agree that in special cases where the sample is 
random, large and appears normal with at least five levels the data 
can be considered interval. Depending on the specific test used, all 
variables referred to in this study, with the exception of agencies, 
importance of skills, and where skills can be acquired, have been ag-
gregated or transformed in some manner to represent particular concepts 
mentioned in the hypotheses. 
Analysis Used 
A different statistical procedure was used for each hypothesis. 
Procedures used in this study include the t-test, x2 , Cramer's V and 
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Table 5. Frequency distribution of integrative scale. 
Range Of Absolute Percent 
Response Frequency Response 
9 2 . 2 
10 1 .1 
11 2 . 2 
12 4 .5 
13 11 1. 3 
14 8 .9 
15 16 1.8 
16 25 2.9 
17 41 4.7 
18 27 3.1 
19 58 6.6 
20 60 6.8 
21 67 7.6 
22 79 9.0 
23 78 8.9 
24 79 9.0 
25 65 7.4 
26 56 6.4 
27 so 5.7 
28 43 4.9 
29 26 3.0 
30 18 2.1 
31 21 2.4 
32 5 .6 
33 7 .8 
34 4 .5 
35 4 .5 
36 3 . 3 
37 4 .5 
38 0 0 
39 0 0 
40 1 .1 
41 0 0 
42 0 0 
43 0 0 
44 0 0 
45 1 .1 
Out of Range 11 1. 3 
Total 877 100.0% 
Uncertainty Coefficient, oneway analysis of variance with contrast, 
Pearsons correlation coefficient, and simple regression. Because of 
the widespread use and understanding involved, descriptions will not 
be made regarding every test. However, Cramer's V and the Uncertainty 
Coefficient are not as widely used and an explanation regarding their 
choice should be made. The use of these statistics come during cross-
tabs procedures involving agencies and their degree of integration. 
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The integrative scale is broken into three categories labeled Inte-
grator, Intermediate, and Reducer. Both statistics measure the degree 
of relationship between the two variables and are specifically suited 
for larger tables with nominal categories. Other statistics measuring 
association are either designed to measure smaller tables or are de-
signed to measure data other than nominal. The results section to fol-
low will deal more spe c ifically with the tests used on each of the 
various hypotheses. 
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CHAPTER V 
PROCEDURES AND RESULTS OF HYPOTHESES TESTING 
This chapter deals with the tests used on each hypothesis, criterion 
for acceptance, grouping of the data and results of the tests. 
Education 
Hypothesis 1. Those individuals with higher education will be more 
integrative than those with a lower level of education. 
This hypothesis was tested through the use of simple regression 
because of the powerful nature of the test, because a linear relation-
ship could easily be determined, and because an evaluation could be made 
of the contribution of education to integration. In order for the re-
sults to be significant, the simpler must be negative and the F sta-
tistic must be greater than 6.64 (this is at the .01 level of significance). 
Although the distribution of educational experience is unequal, as 
shown in Table 6, it was decided to group several categories together in 
low (less than high school, high school, technical school), medium (as-
sociates degree, bachelors degree), and high (masters of science, doctor 
of philosophy) groups. A simple regression was run on the integrative 
scale and education . 
The results were not in compliance with the hypothesized model 
because: (1) the simpler was positive at .02782 showing a slight 
2 trend in the direction opposite than that predicted; (2) r was only 
.00077, which tells us that education explains a minimal proportion of 
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Table 6. Education completed by respondant. 
RESPONDANTS COMPLETING PERCENT OF 
EDUCATION COMPLETED EDUCATION RESPONSE 
<. High School l 0 
High School 57 7 
Technical School 25 3 
Associates Degree 36 4 
BS 606 70 
MS 109 13 
Phd 6 1 
No Answer 28 3 
Total 868 100% 
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2 the variation in integration; and (3) r was clearly not significant 
with an F of only .67753. 
The distribution of the educational data with a high concentration 
of individuals in the middle category is the only possible factor which 
might have influenced this negative outcome. However, since the re-
sults are so clearly opposite of what was predicted in the hypothesis, 
this hypothesis must be rejected. 
Major Field of Study 
Hypothesis 2. Those individuals majoring in humanistic fields, 
specifically political science, sociology and/or outdoor recreation 
will be more integrative than those majoring in scientific or business-
related fields. 
This hypothesis, too, was tested using simple regression because 
of the powerful nature of the test, because a linear relationship could 
be easily determined and because an evaluation could be made of the 
contribution of a person's major field of study to integration. In 
order for the results to be significant, the simpler must be nega-
tive (because the O category was coded to include all science and 
business-related fields and category 1 was coded to include political 
science, sociology and outdoor recreation) and the F statistic must 
be greater than 6.64 (this is at the .01 level of significance). 
The distribution of the major fields of study is shown in Table 7. 
Again, because of the theory being tested, it was necessary to disre-
gard equal distribution and divide this variable into two groups. One 
group containing political science, sociology and outdoor recreation 
Table 7. Number and percent of respondants majoring in different 
areas. 
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MAJOR FIELD OF STUDY RESPONDANTS MAJORING 
IN FIELD 
PERCENT OF RESPONSE 
Forestry 331 46. 2 
Outdoor Recreation 121 16.9 
Wildlife 132 18.4 
Engineering 3 .4 
Landscape Architecture 17 2.4 
Sociology 5 .7 
Political Science 8 1.1 
Economics 3 .4 
Business Administration 30 4.2 
Other 66 9.2 
No Answer 152 0.0 
Total 868 100. 0% 
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majors made up 18.7% of the total; the other group containing scien-
tists and business-related majors made up 81.2% of the total. A simple 
regression was then run on the integrative scale and the two groups 
of majors. 
The results were not in compliance with the hypothesized model 
because: (1) the simpler was positive at .04606, showing a slight 
trend in the direction opposite of what was predicted; (2) r 2 was only 
.00212, which tells us that the major field of study explains a mini-
mal proportion of the variation in integration; and (3) r 2 was not sig-
nificant with an F of only 1.86015. 
The grouping of the data might have influenced the negative out-
come of this test. The results, however, are opposite of what was pre-
dicted, and Hypothesis 2 should be rejected. 1 
Agency 
Hypothesis 3. The different agencies under consideration will 
differ significantly as to their integrative orientation. 
A crosstabulation was run on this hypothesis in order to examine 
the percentage of integrators, intermediate, and reducers within the 
various agencies. Cramer's V and the Uncertainty Coefficient were used 
1A crosstabulation was also run with this data after having divided 
the integrative scale into groups as described in Hypothesis 3. 
The results proved insignificant with a x2 = 2.663, and significant 
at the .264 level, Cramer's V = .0553, and Uncertainty Coefficient= 
.0021. 
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to examine the association between the integrative groups mentioned 
and the agencies. Nie et al. (1975) describes Cramer's Vas a modified 
version of phi which is suitable for larger tables. It is used to ad-
just phi for either the number of rows or columns in the table. V 
ranges from Oto +l. A large value of V signifies that a high degree 
of association exists without specifying the manner in which the vari-
ables are associated. The formula given by Nie et al. (1975) is 
2 ½ 
V =(min(r~l),(c-l)) The Uncertainty Coefficient (symmetric ver-
sion) measures the proportional reduction in uncertainty which is 
gained by knowing the joint distribution of cases. "The maximum 
value for the Uncertainty Coefficient is 1.0 which denotes the com-
plete elimination of uncertainty" (Nie et al., 1975, p.226). The for-
mula given by Nie et al. (1975) is U(Y) + U(X) - U(Y,X) U(Y) + U(X) where U(Y) 
represents the average uncertainty in the marginal distribution of Y; 
where U(X) represents the aver age uncertainty in the marginal distri-
bution of X; and where U(Y,X) stands for the joint uncertainty. 
In this hypothesis, the integrative scale was divided from 9-20 
as integrative, 21-25 as intermediate, and 26-45 as reducer (the range 
of the integrative scale is from 9-45). The effect was to ensure that 
an equal proportion of integrators and reducers would be placed in 
each category. The agencies tested were the State Parks, Bureau of 
Land Management (BLM), United States Forest Service (USFS), and the 
National Park Service (NPS). A crosstabulation was then run with the 
groups in the integrative scale and the agencies. 
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The results of the test are shown in Table 8. Generally, similar 
percentages occurred in each agency within the integrative, interme-
diate, and reducer categories. Of note, however, are both the high 
percentage of integrators (51.6%) and a low percentage of reducers 
(12.9%) within the National Park Service. The majority of individuals 
within agencies other than the NPS are within the intermediate cate-
gory. In addition, Cramer's Vat .10333 and the Uncertainty Coefficient 
at .00982 show a very weak association between the agency and integra-
tive variables. x2 proved to be significant at the .005 level. 
The similarity in distribution of percentages of those in the 
various categories of the state park systems, Bureau of Land Manage-
ment and United States Forest Service could account, in part, for the 
weak association given by Cramer's V and the Uncertainty Coefficient. 
There is, however, a difference between cell frequencies as shown by 
h X2 . . t e statistic. In this particular case, the difference in the dis-
tribution of integrators in the National Park Service could be of 
major importance. 
Time 
Hypothesis 4. Those individuals holding various job titles (i.e., 
Ranger, Manager, etc.) and having spent the fewest number of years in 
that position will show a higher integrative orientation than those 
holding the same job title for longer periods. 
This hypothesis was tested through the use of Pearsons correla-
tion coefficient because of the powerful nature of the test, because 
a linear relationship could be easily determined, and because an evalu-
Table 8. A comparison of integrative levels between the agencies. 
AGENCIES 
Int egr a tor 
Intermediate 
Reducer 
Total Percent 
Number of Cases 
Total= 867 
State 
26.7 % 
45. 6% 
27 . 1% 
100.0% 
206 
BLM 
25 .8 % 
42 .4 % 
31.8 % 
100.0% 
66 
x2 = 18.51582 Significance .0051 
Cramer's V = .1033 3 
Uncertainty Coefficient= .00982 
USFS 
28 .3 % 
42 .0 % 
29.6 % 
100.0% 
533 
NPS 
51.6 % 
35 . 5% 
12 . 9% 
100.0 % 
62 
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ation could be made of the contribution of time to integration. In 
order for the results to be significant, the correlation coefficient 
should be positive and significant at the .01 level. 
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The distribution of the variable time spent in a position is shown 
in Table 9, and was used in its continuous interval form. The integra-
tive scale, as previously described, was also used in its continuous 
form. Comparisons then were made within the ranger, manager, planner, 
director, and resource forester positions. Separate correlations were 
run within these positions between the integrative scale and time. 
Table 10 shows a breakdown of the number of cases, mean scores, and 
standard deviation in each position of the variable's integrative ori-
entation and time spent in a position. It is clear that there is very 
little difference in the positions between mean scores for integration 
and mean scores for time. However, it is interesting to note that di-
r ectors seem to be more integrative than individuals holding other po-
s itions. More relevant to the hypothesis being discussed are the results 
produced in Table 11 showing the correlation coefficient between inte-
gration and time within the positions. 
The ranger position showing a positive correlation (.2557) between 
integration and time is the only position with significant results. The 
manager position, although showing a positive correlation (.0064), is 
not significant. The other positions of planner, director and resource 
forester show negative correlations and are not significant. 
It would seem that the amount of time spent in a position and the 
degree of integrative orientation should be measured within a particular 
Table 9. Number of years respondants have held their 
current iob position.a 
YEARS HOLDING CURRENT 
JOB POSIT ION 
1 year 
2 years 
3 years 
4 years 
5 years 
6 years 
7 years 
8 y ears 
9 years 
lo+ years 
Average number of years 
PERCENT OF RESPONSE 
23.1 
17.5 
13.2 
11.2 
7.1 
4.7 
3.2 
3.5 
1.5 
15.0 
holding current position= 4.203 years 
a868 Cases Available; 20 No Answer 
54 
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Table 10. Comparison of case numbers, means, and standard 
deviations of the integrative index and time 
within five job titles. 
Integrative 
Index Time 
N 162 162 
RANGER Mean 23.4198 4.5556 
Std.Dev. 6.3859 3.2186 
N 81 81 
MANAGER Mean 21. 2840 5.4321 
Std.Dev. 5.0106 3.5176 
N 86 86 
PLANNER Mean 22.6279 3.4070 
Std.Dev. 4.1018 2.6452 
N 36 36 
DIRECTOR Mean 20.3889 4.2778 
Std.Dev. 4.3574 2.9337 
N 188 188 
RESOURCE Mean 23.5479 3.5851 
FORESTER 
Std.Dev. 5.3611 3.0307 
Table 11. Correlation coefficients between the integration index and time as measured within 
five job titles. 
Integrative 
Index 
Ranger 
.2557 
S=.001 
Manager 
.0064 
S=.477 
Time 
Planner 
-.0878 
S=. 211 
Director 
-.1717 
S=.158 
Resource Forester 
-.0932 
S=.102 
V, 
°' 
job because of the effect of the job on the two variables. However, 
the information resulting from these tests indicates that, with the 
exception of the ranger position, length of time in a position and 
integrative orientation are not significantly related. Acceptance 
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or rejection of this hypothesis varies and is subject to the conditional 
factor of job position. 
Tasks 
Hypothesis 5. Individuals with an integrative orientation will 
tend to engage in significantly more tasks than those without this ori-
entation. 
This hypothesis was tested using at-test comparing the mean num-
ber of tasks of integrators with the mean number of tasks of reducers. 
In order for the results to be significant, the t-value must be as 
great or greater than 2.634 at the .01 level of significance. 
Because of misunderstandings in the marking of the tasks variables 
and inconsistencies in the coding of the variable, it was necessary to 
recode categories within this variable to either 1 or zero. Thus, if 
an individual performed a task it was coded l; if he did not perform 
the task it was coded 0. A count was then made of all tasks within 
the task variable so that each individual performed X number of tasks. 
The integrative scale was divided into three groups. This was accom-
plished by recoding values from 9-14 as integrative, 15-30 as inter-
mediate, and 31-45 as reducer (the range of the integrative scale is 
from 9-45). This division is different from that used in Hypothesis 3 
in that an equal proportion of individuals are not within each cate-
gory. Rather, individuals were specifically selected who scored 
either in the upper third of the scale or in the lower third of the 
scale. This procedure selected integrators scoring a mean of 1.5 or 
less and reducers scoring 3.4 to 5.0, thus ensuring a high/low com-
parison. 
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At-test was then run using the categories of integrator and re-
ducer and comparing the mean number of tasks in each. The results are 
listed in Table 12. Although the integrators perform a higher number 
of skills, the t-value is only 1.19 within a two-tail probability level 
of .236. This probability level far exceeds the .01 level required to 
accept the hypothesis; therefore, the hypothesis is rejected as there 
is no significant difference between the number of tasks performed by 
integrators and reducers. 
Level in Organization 
Hypothesis 6. Within a specified agency, those individuals in 
a h igher position will be more integrative than those in a lower position. 
This hypothesis was tested using one-way analysis of variance with 
contrasts. Through this test, specific levels could be compared within 
t he variable job position and at-test performed. In order to be sig-
nificant, the probability level must be .01 or less. 
Separate tests were run with each agency to avoid mixing levels of 
job position. Agencies involved were the State Parks, Bureau of Land 
Management, United States Forest Service, and National Park Service. 
The job position variable listed ten different categories. An attempt 
was made to break these categories into groups of line/staff, within 
line, and within staff. A complete breakdown of the job positions com-
Table 12. Mean and standard deviation of numbers of tasks performed 
bv integrators and reducers: comparison between the two 
variables. 
NUMBER OF TASKS 
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** N Hean Std. Dev. t -value Probability Significance 
INTEGRATORS 38 7.6053 2.834 
1.19 .236 N. S. 
REDUCERS 51 6.9412 2.403 
** Significant at the 0.01 level 
60 
pared within each agency is shown in Table 13. However, the information 
available on the questionnaire for these groupings was minimal in that 
the job title appeared without any ranking and therefore the final 
groupings were largely specula tion. The integrative scale in its 
continuous form was used. Additional problems with grouping job po-
sitions and comparing levels is shown in Figure 3, which shows the un-
equal frequency distribution of the various job positions within the 
agencies. However, this problem was overcome by grouping several job 
positions together and considering them as one level. After grouping 
the job positions, those considered at a higher level were: (1) line 
positions when testing line vs. staff positions; (2) director, super-
visory when testing between these and other line positions; and (3) 
planner, interpreter-naturalist, resource forester, staff officer 
when testing between these and other staff positions. 
The results of the tests are shown in Table 13. Although most 
of the results are insignifican½ in all cases, the value listed in 
Table 13 which is the difference of the mean scores of integration 
indicates higher level positions are more integrative. The only re-
sults appearing significant are the within line and within staff com-
parisons of the United States Forest Service. Reliability of the en-
tire results should be questioned due to factors previously mentioned. 
Further attempts to test this hypothesis should ensure that levels are 
distinguished and that an equal distribution of questionnaires is re-
turned by all levels. 
Table 13. Comparison of inte grati on within various job levels in each of the agencies. 
INTEGRATION 
Levels Tested 
Within Line a 
STATE PARKS Line/Staffb 
BUREAU OF LAND Within Line C 
MANAGEMENT Line/Staffd 
UNITED STATES Within Line a 
FOREST SERVICE Within Staffe 
Line/Staff a 
Within Line a NATIONAL PARK 
SERVICE Line/Staffg 
aRanger vs. Director Supervisory 
bRanger, Manager, Director, Supervisory vs. 
Planner, Interpreter-Naturalist, Forest 
Technician, Resource Forester, Staff 
Officer, Group Leader 
cRanger, Manager vs. Supervisory 
dRanger, Manager, Supervisory vs. Planner 
Interpreter-Naturalist, Forest Technician, 
Staff Officer 
** Significant at the 0.01 level 
** Value t-Value t-Probability Significance 
2.1 1.505 .134 N.S. 
- . 2211 -.135 . 893 N.S . 
.6667 . 200 .842 N.S . 
-1. 7297 -. 727 . 470 N.S . 
11. 3695 15.509 .001 Significant 
-7.1242 -9.763 .001 Significant 
-1. 5027 -2.099 . 036 N.S . 
2.9747 1.362 . 179 N.S . 
-2.9772 -1. 722 . 091 N.S . 
ePlanner, Interpreter-Naturalist,Resource 
fForester, Staff Officer vs. Forest Technician 
Ranger, Manager, Director, Supervisory vs. 
Planner, Interpreter-Naturalist, Forest 
Technician, Resource Forester, Staff Officer 
gRanger, Director, Supervisory vs. Planner, 
Interpreter-Naturalist, Resource Forester, 
Staff Officer 
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Important Skills 
Hypothesis 7. "Integrators" and "Reducers" will differ signifi-
cantly as to how important varying skills are to job performance with 
the integrator showing a wider variance in the skill variables. 
This hypothesis was tested using at-test and comparing the mean 
differences of the importance of each skill for integrators and redu-
cers. In order for the results to be significant, the two-tailed 
t-probability must be .01 or less. 
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A test for each skill was run using the high/low categories (in-
tegrator and reducer) described in Hypothesis 5. The following cate-
gories from the questionnaire rated the importance of skills and are 
listed with their corresponding values: (1) Of no importance--not 
needed in my current position; (2) Somewhat important--a general idea 
of the basic concept is needed; (3) Important--I must know when to have 
it done by someone; (4) Quite important--I must be able to work to-
gether with others in accomplishing this task; and (5) Very important--
I must be able to do it well myself. Thus, high mean scores indicate 
that a stronger value is placed on the importance of the skill. 
There were fifteen skills in which integrators and reducers dif-
fered significantly in mean importance given to the skill (this repre-
sents 34.9% of the total). Of the major skill topics, Analytical Skills 
contained 12.5% significant results; Communication Skills contained 60% 
significant results; Management Activity Skills contained 25% signifi-
cant results; Organizational Skills contained 50% significant results; 
and Practical Skills contained no significant results. A closer exami-
nation of the results of each skill is shown in Table 14. 
Table 14. Comparison of mean values of importance g i ven ea ch sk ill 
between integrator s and reducers. 
SKILLS 
Analytical Skills 
Use questionnaire surveys or informal 
visitor interviews to collect recre -
ation visitor information (such as 
party size, length of stay, activity 
preferences). 
Apply statistics and sampling method -
ology to collect r eliable information 
about recreation use or to inventory 
recreation resources. 
Interpret and adapt infonnation from 
recre3tion research reports and tech-
nical journals. 
Use computers to store and analyze 
recreation data. 
Use quantitative techniques (such as 
linear programming or goal program-
ming) to analyze trade-offs between 
recreation and other land use activi-
ties. 
Use economic projection techniques to 
forecast future demand for various 
rccrc~tion activities, areas, and 
facilities. 
Develop environmental, social, and 
economic criteria for weighing (i.e., 
rating or ranking) land use alterna-
tives involving recreation. 
Apply creative thinking techniques to 
oroblem solving. 
**significant at 0.01 level 
N of Integrators• 38 
N of KeJucers • 51 
D.F. • 87 
t-V ALUE 
.4 1 
.38 
2.76 
.84 
1.20 
1.06 
2.30 
1. 20 
** PROBABILITY SIGNIFICANCE 
. 682 N. S. 
.705 N. S. 
. 007 Significant 
. 402 N.S . 
. 234 N . S. 
• 292 N. S. 
. 024 N.S . 
.233 N. S. 
6 7 
Table 14 Continued. 
SKILLS 
Communication Skills 
Write technical and adminislrative 
reports, letters and memos. 
Do public relations activities such 
as write new releases and speak be-
fore civic and governmental groups. 
Be sensitive to needs of different 
recreationists. 
Present interpretive/naturalist 
programs and develop displays. 
Deliver radio or television programs. 
Train seasonal employees and/or per-
mnnent staff in classroom and field 
settings. 
Organize and conduct meetings. 
Encourage, listen to and document 
ideas from diverse public groups 
about management programs (listening 
,skills). 
Mediate disputes among competing us er 
f roups. 
Arrange for cooperation and formal 
agreements with other recreation 
agencies, units of government, and 
prjvatc landowners. 
t-VALUE 
1. 74 
2.28 
3.66 
2. 03 
3.89 
.66 
3.15 
5.62 
5.19 
5.05 
** PROBABILITY SIGNIFICANCE 
.086 
.025 
.000 
.046 
.001 
.51 2 
.002 
.001 
.001 
.001 
N. S. 
N.S. 
Significant 
N.S. 
Sign if icar, t 
N.S. 
Significant 
Significant 
Sjgnif icant 
Significant 
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Table 14 Continued. 
SKILLS t-VALUE 
Management Acitivi':)' Skills 
Manage recreation resource uses and 
activities: 
a. developed recreation areas 
such as campgrounds, picnic 
grounds, swimming areas. 
b. developed winter sports areas. 
c. dispersed recreation activities 
along roads and trails. 
d. dispersed recreation in offici-
ally designated wilderness areas 
or areas thal may be considered 
for wilderness. 
e. off-road vehicle recreation use. 
f. visual resources. 
g. wild, scenic and recreational 
rivers. 
h. i~te 0rpret_2:ve P.EOJ;_r~s; visitor 
information and education. 
Qrganjzational Skil_l,;_ 
Deal with political and policy obstacles 
from within or outside my organization 
that might hamper implementation of 
recreation management programs, 
Adjust specifi.c program recommendations 
to fit the way of doing things in my 
organiz;:ition. 
-.47 
4. 64 
.19 
1.39 
.01 
1.0 3 
3.63 
1.88 
3.89 
2. 96 
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''* PROBABILITY SIGNIFICANCE 
• 642 N.S. 
. 001 Significant 
.850 N.S. 
.167 N.S. 
.993 N .S. 
.304 N. S. 
.001 Sign if ican c 
.063 N .S. 
.001 Significant 
.004 Significant 
Table 14 Continued. 
SKILLS 
Recruit, supervise and evaluate 
employees. 
Prepare budget requests to fund pro-
gram operations and new developments. 
Use cost accounting and cost effici-
ency methods in making management 
decisions. 
Write and/or administer prospec-
tuses, special use permits or con-
tract specifications. 
Develop and revie1. long-ran ge and 
short-range goals. 
Make planning or administrative 
decisions in inter-disciplinary 
items. 
Evaluate effectiveness of the recre-
·ion program (i.e., collect infor-
m :ion to determine if goals are 
appropriate ,rnd i( they an' being 
1rcompl ished). 
Locate and int erp r et l~ws, agency 
policies, and historical background 
related to proposed recreation pro-
gram changes. 
Obtajn land or funds through federal 
or state grant programs. 
Write specific (measurable) management 
or other program objectives. 
t-VALUE 
1. 40 
1.15 
2.56 
1.03 
4.35 
3.53 
2 .11 
3 .11 
3.90 
2 .32 
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PROBABILITY SIGNIFICANCE** 
. 166 N.S. 
.252 N .S. 
. 012 N.S. 
.307 N .S. 
.001 Significa nt 
.001 Significant 
.038 N.S. 
.003 Significant 
.00] Significant 
. 023 N.S. 
Table 14 Continued. 
SKILLS 
Practical Skills 
Repair/maintain recr ea tion areas, 
equipment, and facilities such as 
trails, buildings, lawns, nalural 
ground cover, shrubs, and trees. 
Enforce laws, park rules and regu-
lations in recreation sites. 
Use topographic maps, aerial phot o-
graphs, and survev equipment for 
field orie ntat i on~ mapping recre-
ation resource inf ormation , and 
site planning. 
Pr epare scale drawings, map ove rl ays , 
graphs o f numerical data , and charts 
(drafting sk ills). 
Prepare recreation site plan draw-
ings (lan<lscape design skills) . 
**Sign~ficant at 0.01 level 
t-VALUE 
-1.81 
-1.43 
.37 
.44 
1. 53 
71 
PROBABILITY SIGNIFICANCE** 
.074 N .S. 
.155 N.S. 
. 712 N.S. 
.664 N.S. 
.129 N.S. 
By plotting the mean scores of importance given to each skill by 
integrators and reducers, an interesting pattern is seen (Figure 4). 
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In all skill areas except developed recreation areas, off-road vehicle 
recreation use, repair and maintain recreation sites, and enforce laws, 
rules and regulations, the integrator rates each particular skill as 
more important. This tends to support the theory that the cognitively 
complex person or integrator processes a wide variety of information and 
values the importance of the information. 
Acceptance or rejection of this hypothesis should be made hy examin-
ing each skill separately. 
Situation in Which Skills Acquired 
Hypothesis 8. Integrators and reducers will differ significantly 
as to how to acquire each skill. 
This hypothesis was tested using at-test and comparing the mean 
differences of where each skill should be acquired for integrators and 
reducers. In order for the results to be significant, the two-tailed 
t-probability must be .01 or less. 
A test for each skill was run using the high/low categories (in-
tegrator and reducer) described in Hypothesis 5, and comparing the 
mean scores for where an individual would acquire the skills. The fol-
lowing categories are for acquiring skills and are listed with their 
corresponding values: (1) Should be competent as a result of college 
training; (2) Should have some exposure in college but learn mostly on 
the job; (3) No college exposure necessary--learn through short courses 
or in-service training on the job; and (4) Learn on the job from practi-
SKILLS 
Analytical Skills 
Use questionnaire surveys or informal 
visitor interview• to collect recre-
ation visitor information (such as 
party aize, length of stay, activity 
preferences). 
Apply statistics and sampling method-
ology to collect reliable information 
about recreation use or to inventory 
recreation resources. 
Interpret and adapt information from 
recreation reaearch reports and tech-
nical journals. 
Use computers to store and analyze 
recreation data. 
Use quantitative techniques (such as 
linear programming or goal program-
ming) to analyze trade-offs between 
recreation and other land use activi-
ties. 
Use economic projection techniques to 
forecast future demand for varioua 
recreation activities, areas, and 
facilities. 
Develop environmental, social, and 
economic criteria for weighing (i.e., 
rating or ranking) land use alterna-
tives involving recreation. 
Apply creative thinking techniques to 
problea solving. 
Q • X score for Integrators 
D • X acora for Reducers 
Of no importance-
not needed i n my 
current po sition 
l 
Socewha t important-
a general idea of 
the baaic concept 
is needed 
2 
Important--I must 
know when to have 
it done by someone 
Quite important--
I must be able to 
work together with 
other• in accompli-
shing thia task 
• 
Very important-
I must be able 
to do it well 
myself 
5 
Figure 4. Skills important to outdoor recreation related positions--a comparison between 
integrators and reducers. 
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Communication Slr.illa 
Write technical and adminiatrativa 
reports, lettera and memoa. 
Do public relations activities such 
aa write new releases and speak be-
fore civic and governmental groups. 
Re aensitive to needs of different 
recrestioniats. 
Present interpretive/nstursliat 
programs and develop displaya. 
Deliver radio or television programa. 
Train aaasonal employees and/or per-
manent staff in classroom and field 
aettings. 
Organize and conduct meeting•. 
Encourage, liaten to and document 
ideas from diverse public groups 
about management programs (liatening 
alr.illa). 
Mediate dispute• among competing user 
groups. 
Arrange for cooperation and fonul 
agreement& with other recreation 
agencies, units of government, and 
private landowners. 
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SKILLS 
Management Acitivity Skills 
Manage recreation resource uaea and 
activities: 
a. developed recreation areas 
such aa campgrounds, picnic 
grounds, swimming areas. 
b. developed winter sports areas. 
c:. dispersed recreation activities 
along roads and trails. 
d. dispersed recreation in offici-
ally designated wilderness areas 
or areas that may be considered 
for wilderness. 
e. off-road vehicle recreation use. 
f. visual resources. 
g. wild, scenic and recreational 
~-
h. interpretive programs; visitor 
information and education. 
Organizational Skills 
Deal with political and policy obstacles 
from within or outside my organization 
that might hamper implementation of 
re creation management programs. 
Adjust specific program reco=endations 
to fit the way of doing things in my 
organization. 
Q • X score for Integrators 
0 • X score for Reducers 
Figure 4 Continued. 
Of no U11portance-
not needed in my 
current position 
Somewhat illlportant-
• general idea of 
the basic concept 
is needed 
2 
lmportant--I muat 
know when to have 
it done by someone 
3 
Quite iclportant--
l muot b• able to 
wrk together with 
other• in accompli-
shing this task 
4 
Very important-
I muat be able 
to do it well 
myself 
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SKILLS 
Recruit, supervise and evaluate 
employeea. 
Prepare budget requests to fund pro-
gram operations and new developments. 
Use cost accounting and coat effici-
ency method• in making management 
deci1iana. 
Write and/or administer prospec-
tuses, special use permita or con-
tract apecifications. 
Develop and review long-range and 
short-range goals. 
Make planning or administrative 
decisions in inter-disciplinary 
items, 
Evaluate effectivenesa of the recre-
ation program (i.e., collect infor-
mation to determine if goals are 
appropriate and if they are being 
accomplished). 
Locate and interpret laws, agency 
policies, and historical background 
related to propo~ed recreation pro-
gram changes. 
Obtain land or funds through federal 
or state grant programs. 
Write specific (measurable) management 
or other program objectives, 
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Figure 4 Continued, 
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work together with 
other• 1n accompli-
ehin& t1• task 
Very important-
I muet be able 
to do it wall 
myself 
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SKIUS 
Practical Skilla 
Repair/maintain recreation 
equipment, and facilities 
trails, buildings, lawns, 
ground cover, shrubs, and 
areas 1 
such aa 
natural 
trees. 
Enforce laws. park rules and regu-
lations in recreation sites. 
Use topographic maps, aerial photo-
graphs, and survey equipment for 
fiel d orientation, mapping recre-
ation resource information. and 
site planning. 
Prepare scale drawings, map overlaya, 
graphs of numerical data, and charts 
(drafting skills). 
Prepare recreation site plan draw-
ings (landscape design skills). 
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0 • X acora for Reducers 
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cal experience. Thus, low mean scores would imply more directed train-
ing was needed than high mean scores. The decision to regard this 
variable as interval was made due to the ordered metric nature of the 
variable (i.e., each progressive category (1 to 5) meant less formal 
training) and as a result of arguments presented by Blalock (1972), who 
states that in special cases where the sample size is random, large, and 
appears normal, and where data can be considered ordered metric, a con-
dition exists which lends itself to treating the data as interval. 
None of the results, as Table 15 indicates, are significant at 
the .01 level. Most of the respondants in both groups expect college 
graduates to be competent in the skill areas as a result of college 
training (1) or should have some exposure in college (2). The plot 
of mean scores designating where college graduates are expected to 
acquire competence is shown in Figure 5. There seems to be no special 
pattern, except perhaps that more integrators tend to value more struc-
ture in college training when acquiring skills. Within the major skills 
topics, mean scores of where to acquire skills fluctuated with integra-
tors favoring more schooling in some instances and reducers favoring 
more schooling in others. 
On the basis of information resulting from the t-·tests, this hy-
pothesis must be rejected. However, it is important to note that both 
groups of individuals tend to rate college experience in some form as 
important. 
Table 15. Comparison of mean values of places each skill should be 
acquired between integrators and reducers. 
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SKILLS t-VALUE PROBABILITY SIGNIFICANCE** 
~lytical Skills 
Use questionnaire surveys or informal 
visitor interviews to collect recre-
ation visitor information (such as 
party size, length of stay, activity 
preferences). 
Apply statistics and sampling method-
ology to collect reliable information 
about recreation use or to inventory 
recreation resources. 
Interpret and adapt information from 
recreation research reports and tech-
nical journals. 
Use computers to store and analyze 
recreation data. 
Use quantitative techniques (such as 
linear programming or goal program-
ming) to analyze trade-offs between 
recreation and other land use activi-
ties. 
Use economic projection techniques to 
forecast future demand for various 
recreation activities, areas, and 
-.52 
.60 
-.23 
• 7 5 
.29 
facilities. 1.01 
Develop environmental, social, and 
economic criteria for weighing (i.e., 
rating or ranking) land use alterna-
tives involving recreation. -.64 
Apply creative thinking techniques to 
problem solving. -1.75 
** Significant at 0.01 level 
N of Integrators= 38 
N of Reducers= 51 
D.F. = 87 
.603 N.S. 
.551 N.S. 
.822 N.S. 
.455 N.S. 
. 77 5 N.S. 
.315 N.S. 
.524 N.S. 
.084 N.S. 
Table 15 Continued. 
SKILLS 
Communication Skills 
Write technical and administrative 
reports, letters and memos. 
Do public relations activities such 
as write new releases and speak be-
fore civic and governmental groups. 
Be sensitive to needs of different 
recreationists. 
Present interpretive/naturalist 
programs and develop displays. 
Deliver radio or television programs. 
Train seasonal employees and/or per-
manent staff in classroom and field 
settings. 
Organize and conduct meetings. 
Encourage, listen to and document 
ideas from diverse public groups 
about management programs (listening 
skills). 
Mediate disputes among competing user 
groups. 
Arrange for cooperation and formal 
agreements with other recreation 
agencies, units of government, and 
private landowners. 
t-VALUE 
.13 
-.28 
-1.37 
-1. 70 
-.58 
-1. 72 
.17 
1.43 
-.41 
-.57 
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** PROBABILITY SIGNIFICANCE 
.896 
.781 
.174 
.193 
.561 
.089 
.864 
. 156 
.683 
.572 
N.S. 
N.S. 
N.S. 
N.S. 
N.S. 
N.S. 
N.S. 
N.S. 
N.S. 
N.S. 
Table 15 Continued. 
SKILLS t-VALUE 
Management Acitivi1=_y Skills 
Manage recreation resource uses and 
activities: 
a. 
b. 
c. 
d. 
e. 
f. 
g. 
h. 
developed recreation areas 
such as campgrounds, picnic 
grounds, swimming areas. 
developed winter sports areas. 
dispersed recreation activities 
along roads and trails. 
dispersed recreation in offici-
ally designated wilderness areas 
or areas that may be considered 
for wilderness. 
off-road vehicle recreation use. 
visual resources. 
wild, scenic and recreational 
rivers. 
interpretive programs; visitor 
information and education. 
_Organizational Skill~ 
Deal with political and policy obstacles 
from within or outside my organization 
that might hamper implementation of 
recreation management programs. 
Adjust specific program recommendations 
to fit the way of doing things in my 
organization. 
-.43 
-.SO 
-1.23 
-.85 
-1.35 
-.32 
.15 
-.16 
-1.16 
. 96 
81 
** PROBABILITY SIGNIFICANCE 
. 665 
• 622 
. 223 
.400 
. 182 
. 749 
. 883 
.870 
. 250 
.338 
N.S . 
N .S • 
N.S • 
N.S. 
N.S . 
N.S . 
N.S • 
N.S. 
N.S . 
N.S • 
Table 15 Continued. 
SKILLS 
Recruit, supervise and evaluate 
employees. 
Prepare budget requests to fund pro-
gram operations and new developments. 
Use cost accounting and cost effici-
ency methods in making management 
decisions. 
Write and/or administer prospec-
tuses, special use permits or con-
tract specifications. 
Develop and review long-range and 
short-range goals. 
Make planning or administrative 
decisions in inter-disciplinary 
items. 
Evaluate effectiveness of the recre-
ation program (i.e., collect infor-
mation to determine if goals are 
appropriate and if they are being 
accomplished). 
Locate and interpret laws, agency 
policies, and historical background 
related to proposed recreation pro-
gram changes. 
Obtain land or funds through federal 
t-VALUE 
-.62 
.40 
.78 
-.78 
-.66 
. 63 
-1.36 
-.OS 
or state grant programs. .77 
Write specific (measurable) management 
or other program objectives. -.01 
PROBABILITY 
.338 
.534 
.690 
.435 
.512 
. 529 
.179 
. 961 
.444 
• 996 
82 
** SIGNIFICANCE 
N.S. 
N.S. 
N.S. 
N.S. 
N.S. 
N.S . 
N.S. 
N.S . 
N.S. 
N.S . 
Table 15 Continued. 
SKILLS 
Practical Skills 
Repair/maintain recreation areas, 
equipment, and facilities such as 
trails, buildings, lawns, natural 
ground cover, shrubs, and trees. 
Enforce laws, park rules and regu-
lations in recreation sites. 
Use topographic maps, aerial photo-
graphs, and survey equipment for 
field orientation, mapping recre-
ation resource information, and 
site planning. 
Prepare scale drawings, map overlays, 
graphs of numerical data, and charts 
(drafting skills). 
Prepare recreation site plan draw-
ings (landscape design skills). 
*>~ Significant at 0.01 level 
t-VALUE 
-1.60 
.36 
-.23 
1.46 
-. 71 
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** PROBABILITY SIGNIFICANCE 
.113 N.S. 
. 718 N.S. 
.821 N.S. 
.149 N.S. 
.479 N.S. 
SKILLS 
Analytical Skills 
Use queationnaire surveys or infonnal 
visitor interviews to collect recre-
ation visitor information (such as 
party size, length of stay, activity 
preferences). 
Apply statistics snd sampling method-
ology to collect reliable information 
about recreation use or to inventory 
recreation resources. 
Interpret and adapt information from 
recreation research reports and tech-
nical journals. 
Ose computers to store and analyze 
recreation data. 
Use quantitative techniques (such as 
linear programming or goal program-
ming) to analyze trade-offs between 
recreation and other land use activi-
ties. 
Use economic projection techniques to 
forecast future demand for various 
recreation activities, areas, and 
facilities. 
Develop environmental, social, and 
economic criteria for weighing (i.e., 
rating or ranking) land use alterna-
tives involving recreation. 
Apply creative thinking techniques to 
problem solving. 
Q • X score for Integrators 
0 • X score for Reducers 
Should be 
competent 
as the 
result of 
college 
training. 
l 
Should have 
some expo-
sure in 
college but 
learn mostly 
on the job. 
2 
No college 
exposure 
necessary--
learn through 
shortcourses 
or in-service 
training on 
the job. 
Learn on 
the job froa, 
practical 
experience. 
4 
Figure 5. Where college graduates entering the field should acquire skills--a 
comparison between integrators and reducers. 
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Communication Skills 
~rite technical and administrative 
reports, lettera and memos. 
Do public relations activities such 
aa write new releases and speak be-
fore civic and governmental groups. 
lie sensitive to needs of different 
recreationiata. 
Preaent interpretive/naturalist 
programa and develop displays. 
Deliver radio or television programs. 
Train seasonal employeea and/or pe r -
manent ataff in classroom and field 
settings. 
Organize and conduct meetings. 
Encourage, liaten to and document 
ideaa from diverse public groups 
about management programs (listening 
skills). 
Mediate disputes among competing user 
groups. 
Arrange for cooperation and fomal 
agreements with other recreation 
agencies, units of government, and 
private landowners. 
Q • X score for Integrators 
0 • i acore for Reducers 
Figure 5 Continued. 
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SKILLS 
Management Acitivity Skills 
Manage recreation resource uses and 
activities: 
a. developed recreation areas 
such as campgrounds, picnic 
grounds, swimming areas. 
b. developed winter sports areas, 
c. dispersed recreation activities 
along roads and trails. 
d. dispersed recreation in offici-
ally designated wilderness areas 
or areas that may be considered 
for wilderness. 
•· off-road vehicle recreation use. 
f. visual resources. 
g. wild, scenic and recreational 
rivers. 
b. interpretive programs; visitor 
information and education. 
Organizational Skills 
Deal with political and policy obstacles 
from within or outside my organization 
that might hamper implementation of 
recreation management pro grams. 
Adjust sp ecific program recommendations 
to fit the way of doing things in my 
org anization, 
Q • X score for Integrators 
0 • X acore for Reducers 
Figure 5 Continued. 
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SKILLS 
Recruit, supervise and evaluate 
employees. 
Prepare budget requests to fund pro-
gram operations and new development•. 
Use cost accounting and cost effici-
ency methods in making management 
decisions. 
Write and/or administer prospec-
tuses, special use permits or con-
tract specifications. 
Develop and review long-range and 
short-range goals. 
Make planning or administrative 
decisions in inter-disciplinary 
items. 
Evaluate effectiveness of the recre-
ation program (i.e., collect infor-
mation to determine if goals are 
appropriate aod if they are being 
accomplished). 
Locate and interpret laws, agency 
policies, and historical background 
related to proposed recreation pro-
gram changes. 
Obtain land or funds through federal 
or &tate grant programs. 
Write specific (measurable) management 
or other program objectives. 
Q • X score for Integrators 
0 • X score for Reducers 
Figure 5 Continued. 
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SKILLS 
Practical Skill• 
Repair/maintain recreation areas, 
equipment, and facilities auch as 
trails, buildings, lawns, natural 
ground cover, shrubs, and trees. 
Enforce laws, park rules and regu-
lations in recreation sites. 
Use topographic maps, aerial photo-
graphs, and survey equipment for 
field orientation, mapping recre-
ation resource information, and 
site planning, 
Prepare acale drawings, map overlays, 
graphs of numerical data, and charts 
(drafting skills), 
Prepare recreation site plan draw-
ings (landacape design skills). 
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CHAPTER VI 
DISCUSSION AND IMPLICATIONS OF RESULTS 
Some of the hypotheses tested were rejected, parts of others were 
accepted and others could neither be accepted nor rejected. The fol-
lowing is a discussion of factors which, when considered either separ-
ately or together, might account for the results. Major topics include 
non-significant results where the integrative scale, the variables used 
in this study, and the questionnaire are discussed; and significant re-
sults where the hypothesis concerning importance of skills is discussed. 
Non-Significant Results and How They Might Be Interpreted 
Integrative Scale 
The variables involved in the construction of the index were based 
on ideas presented in the Jiterature section which, because of previous 
but separate testing, were expected to represent the notion of inte-
grative ability or at least an improved method of processing informa-
tion. Because it is a multidimensional scale, the relationship between 
variables was not expected to be high. ~ost of the variables 
were correlated between .1 and .3 and were found to be significant at 
the .01 level. In addition, when correlating each variable ~ith the 
integrative scale which was made by adding the variables, all corre-
lations were within the .41 to .56 range and proved to be significant. 
Thus, in light of the statistics, the scale seems to be valid and should 
not be considered a factor causi ng non-significant results. 
Perhaps a more pertinent question dealing with the integrative 
scale regarding insignificant results is how many individuals might 
have answered the questions either according to how they would like to 
be thought of or according to what we as coders would like to see. 
These two points should at least be considered, especially since many 
of the respondents might have taken short courses, or organizational 
behavior and management cour ses which point out "fine" qualities or 
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more desirable ways of handling problems, as indicated by the integrator. 
One last factor regarding this scale is related to its format in 
the questionnaire. There was not an adequate mixture of the two polar 
extremes of the question concerning each variable involved due to typing 
instructions; and directions for filling out the scale were not totally 
clear to some respondents, as was evident from comments made on the 
questionnaire. 
Variables Used in the Study 
There seem to be two major groups of variables tested within this 
study. The first group could be considered to reflect conditions or 
roles under which the individual works; the second group is his at-
titudes or preferences when all these conditioning factors are removed. 
Whether a person is considered integrative could be a function of 
the circumstances under which he is placed. For example, in a certain 
job and within a specific agency, the individual's degree of education, 
major field of study, and the number of tasks performed could be a 
matter of the job description or qualifications required for employment. 
The level an individual reaches within the organization may be a func-
tion of his specific job qualifications, slots or jobs open within the 
agency, a specified time range for promotion which takes place auto-
matically, and/or the education obtained before joining the organiza-
tion. The time an individual spends within various job positions may 
be a function of agency policy and the specification of X number of 
years of service before promotion. Differences between the agency 
could be a function of the activities or areas designated under law 
for which they are responsible. These variables, as suggested, could 
have a number of conditioning factors which prevent a true measure of 
how they affect or result in an integrative ability. 
Where attitudes are concerned, as with how important each skill 
is regarded, a better guage might be expected of developmental train-
ing or complexity, the educational level obtained and the major field 
of study (factors claimed in the hypotheses to affect integration 
positively). Concerning attitudes, organizational and role factors 
are apparently removed and an individual can more accurately reflect 
his degree of integrative ability. The various attitudes then could 
a:count for the differences between integrators and reducers as to how 
tjey regard the importance of various skills. 
On the other hand, the data gathered for this study could indeed 
be a representative sampling and, without conditioning factors pre-
v~ously described, could accurately reflect in all areas tested the 
e=fect of variables on or as a result of integration. 
To some degree, the negative results of the hypotheses tested can 
bt attributed to the uneven distribution of the variables. The fol-
lowing are brief descriptions of the variables which might have in-
f:uenced the results: (1) the educational variable had bi-modal dis-
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tribution; (2) the major field of study variable was skewed with the 
bulk of the cases in the scientific and business-related category, and 
had a high degree of positive kurtosis; (3) the length of time in a 
position variable had a bi-modal distribution with the main concen-
tration of cases in the earlier years; and (4) the job position vari-
able, especially when broken down by agency, showed extremely uneven 
samples between positions. These factors alone may have caused the 
results obtained. 
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Another problem concerning the variables used relates again to job 
position. Difficulty in testing levels was due not only to the unequal 
numbers of cases within each position, but also to a failure to include 
any ranking system as it related to the hierarchical structure within 
each agency. Although only two different groups tested were signifi-
cant, the higher hypothesized level seemed to be more integrative. 
Results concerning the task variable could have been contingent on 
t ~e particular job or the role of the individual responding, and there-
fore the true results masked. It is interesting, however, that although 
the results were not significant, integrators did seem to perform more 
tasks than reducers. 
The Questionnaire 
The questionnaire itself caused problems and could very possibly 
have affected the results. First, the general format of the questionnaire 
was difficult to discern; and directions for completion were unclear, 
as noted by the comments on the questionnaire and the various and in-
accurate ways of answering many of the questions. Second, the length 
of the questionnaire was nine pages and took upwards of 45 minutes to 
complete when giving careful consideration to each item. Haste in an-
swering could have produced invalid answers. Third, in distributing 
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the questionnaire, no attempt was made in the Forest Service (the largest 
group represented) to obtain a representative sampling of the different 
job positions; and, in the other agencies where an attempt was made 
to secure representative sampling, there was no follow up to ensure that 
proper sampling was obtained. Fourth, partly because of the many open-
ended questions, the number of people coding and the different under-
standing of nebulous items to be coded, many variables could have been 
miscoded with the possible result of large proportions of inaccuracies. 
Comments 
Any or all of the factors discussed could have influenced the final 
results. Perhaps with careful planning many situations could be avoided 
or accounted for in future testing. Even in light of these negative 
influences, howeve r , many of the hypotheses show trends in the speculated 
direction. 
Significant Results and Implications 
Importance of Skills 
The variable involving importance of skills seemed to be least af-
fected by extraneous factors and therefore produced the most definitive re-
sults. (Discussion under the variables used in this study suggest that re-· 
sponse to this question reflects an attitude and would not be as susceptible 
to conditioning factors.) It would seem that because of the sound theory 
94 
on which an "integrator" is perceived, consideration should be given 
to the results presented in Hypothesis 7 (which indicated that 15 skills 
were seen to be more important to integrators) when designing the out-
door recreation curriculum. It is not surprising, considering that an 
integrative individual prefers to discuss work with others and work in 
close association with others when planning or managing, that communi-
cation and organizational skills are important. By encouraging these 
skills which relate highly to characteristics of complex individuals, 
perhaps the individual cognitive structures of students within the 
outdoor recreation program can be further developed. 
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APPENDIX 
Dept. of Forestry & Outdoor Recreation 
Institute for Outdoor Recreation & Tourism 
Utah State Univer•ity 
Outdoor Recreation Profession Study 
OUTt>OOR ttCREATION as we define it covers a very broad range of occupations 
and job tasks. Basically, we feel it encompasses any action, service, or 
opportunity pointed t=ard persons who are seeking employment from outdoor 
environments. The outdoor recreation profession may include persona who ere 
involved in activities euch as management, planning, administration, researc h , 
maintenance, interpretation and naturalist activities, enforcement, design, 
and education. 
In answering this questionnaire, please respond from the perspective 
of your current position, even if you do not consider yourself a 
recreation professional per se or if you have previously worked in 
other positions in -the outdoor recreation field. 
1. 'What is your JOB TITLE? 
2. What AGENCY/ORGANIZATION do you work for? 
_ __ State Agency (Please specify): 
National Park Service U.S. Fish and Wildlife Serv ic e 
U.S. Forest Service 
Bureau of Land Management 
___ Army Corps of Engineers 
Bureau of Reclamation 
Other Organization (Please specify): 
3. JOB DUTIES. Below are listed a number of duties that persons in 
outdoor recreation related positions may perform. Please indicate to 
the left of the item the approximate percentage of your total effort 
devoted to that particular task. If you do not do the specific taek , 
leave the space blank. 
___ Report writing 
EIS or other environmental 
assessment work 
Planning 
Budgeting 
On-site visitor surveys 
Resource inventory 
Site maintenAnce and 
administration 
4. In your current job are you primarily: 
an administrator 
a field supervisor/job 
supervisor 
Law enforcement 
Employee supervi.eion 
Public contact (informal) 
Public involvement meetings 
Public presentations 
Other (Please specify): 
a staff specialist 
a field level employee 
other ________ _ ___ _ 
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~- &clow 11 a l1at of •killa vhich m.ay be tap ortant to outdoor r•creatioo ralated poaitiona. 
On tho acalo to tho left, pluH indicate 
with an "X" HOV IMPORTAIIT each al<ill ta 
to your particular Job. 
or no 
ia,por-
tance--
not 
needed 
io •Y 
current 
po11t1on 
(l) 
() 
() 
() 
() 
() 
() 
() 
() 
Somewhat 
iapor-
tant--• 
1• n• r al 
idea of 
the baaic. 
concept 
la aaedad 
(2) 
() 
( ) 
( ) 
( ) 
() 
( ) 
() 
( ) 
Important--
I •u•t know 
when to 
hava it 
dona b-f 
IOaec>M 
(J) 
() 
() 
( ) 
() 
( ) 
() 
() 
() 
Qui ta 
i!l()ort&nt-
1 •u•t ~ 
able to 
work toget-
her with 
other• in 
OCCOOlp}l-
ah Ina tbl.e 
taall. 
(4) 
( ) 
() 
() 
() 
( ) 
( ) 
() 
() 
Very 
iaportant-
I •u•t 
ba abla to 
do 1t well 
ayult 
m 
( ) 
() 
() 
(.) 
( ) 
() 
() 
() 
On the acal• ot the ri&ht, pleaaa iodlc.ate 
WERE you would expect col l•a• ar&dut•• 
antorln& the !told to ocqulra the o&lll, 
S K I L L 
Analytical Skllla 
Uee questionnaire survey• or in!or••l vieitor 
interviews to collect recreation viaitor 
information (a uch a1 party aite, l•n&th 
of atay, activity prcferenc11). 
Apply stati1tic1 and aampling Mthodology 
to collect reliable inforaation about 
recreation u•• or to inventory recraatioa 
reaourcaa. 
6hou Id ba 
c01nplll~ 
•• th• 
re1ult of 
collaa,e 
trainlna. 
(1) 
( ) 
() 
Interpret and adapt infor .. tion from rac- ( ) 
reation rea11rch raport1 and technical 
journal a. 
Uat coq:,utera to atore and analyse recreatloo () 
data. 
Uae quantitative technique• (•u~h •• linear () 
progruning or goal prograinning) to analy&a 
trade-0[!1 between recreation and other lancl 
uae activltiea. 
U11 economic projection technique• to fora- () 
ca•t futu r• de1nand for var io u1 recreation 
act tv1t iea, ar•••. an4 fac1liti•a. 
Develop anvlron•ental, aocial, and ecooosic 
criteria for veiahtna (La .• ratins or 
rank.lag) land u•• alternativ11 involvina 
racra atioa. 
Apply crutlva thtnkln& tachniquaa to 
probl•• aolvin1. 
() 
Shaul d have 
!E~ 
aura in 
;;;iie11 but 
learn 
•oatlJ OD 
th• Job. 
(2) 
( ) 
() 
( ) 
() 
( ) 
() 
() 
() 
No coll•&• 
expoaura 
nirce11ary-
le1rn 
throu&h 
ahortcour111 
or in-aarvtu 
train1D.I, oa 
tit• Job. 
(3) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
() 
( ) 
Learn cm 
the Job 
fraa 
practical 
,._rlaaca, 
(4) 
. ( ) 
( ) 
( ) 
( ) 
( ) 
() 
() 
() 
...... 
0 
0 
On th• •c•l• to tha left, pl•••• indicate 
with on "X" HOW IHPCII.TAIIT each oklll ta 
to your particular lob. 
Of DO 
iapor-
tanc•--
""\ 
needed 
in my 
current 
poa1t1on 
( 1) 
() 
() 
() 
() 
() 
() 
() 
() 
() 
() 
Soa1e1ii1hat 
impor-
tant--• 
general 
idea of 
th• baaic 
concept 
1• needed 
(2) 
() 
( l 
() 
() 
() 
() 
() 
() 
() 
( ) 
() 
() 
la:portant--
1 a.,ot knov 
when to 
have lt 
done by 
aoMona 
()) 
() 
( ) 
( ) 
( ) 
() 
() 
() 
() 
( ) 
() 
( ) 
() 
() 
Quito 
taportant-
I muat be 
able to 
work l:oaat-
hor vi th 
other• in 
accompli-
ahtni thi• 
taak 
(4) 
() 
() 
() 
() 
() 
() 
() 
() 
() 
( ) 
Very 
imp ortant--
I muat 
be abla to 
do it well 
ayoolt 
(5) 
() 
() 
() 
() 
() 
() 
() 
() 
() 
() 
() 
() 
() 
On the acala at t.ha r 11,ht I pl•••• tacUcate 
VBEU yo u vould expect coll•a• aradu.ata• 
enurlna th• field to acquire tbe o"'-111. 
S II: I L L 
Coiaunicotion Sltillo 
Write technical and adaintetrativa report•, 
l1tt1r• and aeaoa. 
Do public relation• actlvitiaa auch •• 
vrita newa re leaaea and apeak before 
civic and 1overn11ental aroup1. 
~ oenaitlve to n•edo ot different 
racreationiata. 
Preaent interpretiv1/naturaliat proaraaa 
ond dove lop d !op loyo. 
Deliver radio or televiaion prograu. 
Train aea1onal eaiployeea and/or panunent 
ataff to claaaroo• and field 11ttinga. 
Organize and conduct aeetinga. 
tncour•1•. liaten to and document idea• 
fro• divar,e publ le group• about ••naaeMat 
progr ... (llotenina okillo). 
Hediat• diaputea among competin1 uaar aroupe. 
Arrana• for cooperation and fora.al agr••-
aent• with other recreation agenciee, un1ta 
of aovarnsenc, and private la .ndovnara. 
Manage ment Activity Skill• 
Should bo 
competent 
•• th• 
reault ot 
college 
trelnina-
(l) 
() 
() 
( ) 
() 
( ) 
() 
() 
Kana&• rec re& t ion raaourc • u••• and act 1 vi t iaa 1 
a. developed recreation araaa auch •• camp- () 
around • . picnic ground•, 1wtMain1 araaa. 
b. develo ped winter aport• ar•••· 
c, diape rse d recreat ton activit tea alon.a 
roada and traila . 
() 
( ) 
Should have 
1oma axpo-
•ur• in 
~ea• but 
learn 
moat ly on 
tho job. 
(2) 
() 
() 
() 
( ) 
() 
() 
( ) 
() 
() 
() 
( ) 
() 
Mo collo&• 
axpo1ur• 
n1c11aary-
l••rn 
throuah 
1hortcouraa• 
or in-aerYice 
trainin& oa 
th• job. 
(3) 
() 
() 
() 
( ) 
() 
() 
( ) 
() 
() 
() 
() 
lAaru oa 
tl\e job 
froa 
practical 
••p•r ieDce. 
(4) 
() 
() 
( ) 
( ) 
( ) 
() 
( ) 
( ) 
() 
() 
() 
() 
( ) ,...., 
0 
..... 
On the •c•l• to th• left. pl•••• indicate 
vith an "X" HOW lMPORTA!IT Heh akill la 
to your particular job. 
or no 
iapor-
tance--
not 
needed 
in •Y 
current 
poe1t1oo 
(1) 
() 
() 
() 
() 
() 
() 
() 
() 
() 
() 
() 
Somewhat 
iapor-
t ant-a 
general 
td•• ot 
the baalc 
concept 
l.a Deeded. 
(2) 
() 
() 
() 
() 
( ) 
() 
() 
() 
() 
() 
() 
() 
lapottant--
I auet know 
vhen to 
have it 
done by 
eoaeone. 
(3) 
( ) 
() 
() 
() 
() 
() 
() 
( ) 
() 
() 
Quit• 
1.-,ortant--
I muat be 
ab le to 
votk toa•t-
he:r with 
othe:ra 1a 
acco~ 
pllah1oa 
thh tut. 
(4) 
() 
( ) 
( ) 
( ) 
( ) 
() 
() 
( ) 
( ) 
() 
() 
() 
() 
Very 
iaportant--
1 auet 
be able to 
do it vell 
.,. .. ir 
(S) 
() 
( ) 
() 
() 
( ) 
( ) 
() 
() 
() 
() 
() 
() 
() 
On th• acal• at th• ri&ht I pl•••• indicate 
WHERE you vould expect col l•a• 1radu.atea 
entorlna th• flald to acqulra UM akUl. 
S K ! L L 
d. dispersed recreation in officially 
dcelgnate:d vilde:rneaa ar••• or area1 
that m.ay be conaidered for vildarne1e. 
•· off-road vehicle recreation uaa. 
f. visual reaourcea 
&· vild, acenic and recreational r1verp. 
h. 1nte:rpre:tiVe program9; viaitor infor-
ution and education. 
Organizational Skill• 
Should be 
competent 
•• the 
raault of 
eoll•a• 
tr•lnina. 
(1) 
() 
( ) 
( ) 
Deal with political and policy obatacl•• froa () 
within or out•ide •Y organization that aiaht 
h••p•r iapleraentation of recreation una, ... at 
proar••· 
Adjuat apecific program re:commendationa to flt ( ) 
th• vay of doing thing• in my organisation. 
lecrutt, auperviae ar,d evaluate eraployaee. 
Pr•p•r• budget requeata to fund pro&raa 
operation• and new developmentl, 
() 
Uae coat accounting and coat efficiency Mthoda { ) 
in ~•kin3 ••nage•ent decieiona. 
Write and/or adainiatar proapectuaea, apeclal 
ue• parait a or cont r•c t ap•ct f teat ion.a, 
Dev•lop and raviav long-range and ahort-
rana• goala. 
K.ke plaanin& or adainiatratlv• deciaiooa ta 
!nter-diadplinary it••. 
() 
() 
() 
Should have 
• Olle !...!.2,!?-
au re in 
Cillaa• but 
learn 
•o•t ly oa 
t~ ,ob. 
(l) 
( ) 
( ) 
() 
( ) 
() 
( ) 
( ) 
() 
( ) 
() 
( ) 
( ) 
( ) 
No collqe 
expoaun 
nEceae..-,-
leara 
throug)I, 
ahortco1Jra•• 
or in-aenice 
tr•1aiaa oa 
tbe Job. 
(3) 
( ) 
() 
( ) 
( ) 
( ) 
( ) 
() 
() 
() 
( } 
( ) 
( ) 
Learn oa 
the )ob 
...... 
practical 
...,.,i.n.ce. 
(4) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
() 
( ) 
( ) 
() f-' 0 
N 
0a th• 1cala a, th• left, pl•••• indicate 
with an "x• ll!OI 1!1PORTAIIT each tlr.111 u 
to rour panl.cultr job, 
Of no 
l•por-
t1nc1-
oot 
aea-dad 
In r, 
curraat 
poa1tlo11 
(1) 
() 
() 
() 
() 
() 
() 
() 
() 
() 
Somrwhat 
l•por-
r.ant-1 
a•n•r•l 
Idea of 
th• baeic 
coacept 
ta <Meded. 
(2) 
() 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
() 
Important-
I •u.a t kaov 
vtiaa to 
have it 
done by 
aoeaooe. 
(J) 
( ) 
( ) 
( ) 
() 
( ) 
( ) 
() 
() 
() 
Qulte 
important-
I •u•t be 
able to 
'!olOrk. toa•t-
her with. 
other• 1D 
accoa-
pllah1ua 
thu tuk. 
(4) 
( ) 
() 
( ) 
( ) 
( ) 
( ) 
( ) 
() 
() 
Very 
i•portant-
1 •ult 
be able to 
do It .,.11 
wyaelf. 
(j) 
( ) 
() 
( ) 
( ) 
( ) 
() 
( ) 
() 
() 
S I: I L I-
!valuate effecttveneaa of the recreation 
proar•• (i.e . , collect 1nfortut1on to dater-
ain• tf ao•l• are appropriate and if they 
are belna acco•pllahed), 
Locate and interpret lava, agency polict .. , 
and hi1torlcal background r•l•t•d to 
propoeed r•c re•t ion proar•• c.hana••. 
Obtain land or fund• throush faderal or 
atate &r•nt proara-, 
Write apeclfic (meaeurable) aanaa ... nt or 
other progr•• obj1ctiv1a. 
Practical Sklllo 
Repalr/malntain recreation area•, aquip-
aent, and faciltt1•• euch ae trail•, 
bulldin1•. la..,,,,, natural around cover, 
ahruba, and tr•••· 
Enforce lava, park. rul•• and r11ulatlon1 1D 
re cr •atton alt••· 
U•• topographic map•, ••ri•l photograph•• 
and aurvey equiprNnt for field orientatiotl, 
aappln& rec re at ion reaour-cc inforaation. 
and 1it1 p lannlna. 
Prepare acale drawinga, up overla)'•• 
graph• of numerical data, aa.d chart• 
(draft1n1 aklll•). 
Prepare recr...,t1on alt• plan. dravtna• 
(lendecaps dui1n a Ulla). 
On th• acale at th• riaht, pl•••• indicate 
WH!kt you vould expect coll•&• &raduate• 
e11torlD1 th• f laid to acquire the ,u11. 
Should be 
competeot 
•• th• 
reault of 
coll•&• 
trainiR&, 
(l) 
( ) 
( ) 
( ) 
( ) 
() 
( ) 
( ) 
( ) 
( ) 
Should haw 
M>IMI ~ 
aura in 
coll•&• but 
learn 
aoatl:, oa 
the job, 
(2) 
( ) 
( ) 
() 
( ) 
( ) 
() 
( ) 
() 
( ) 
Mo col laae 
e1po1ura 
n,ac11aar7-
learn 
throu&h 
1hortcour1•• 
aod in•••rvlc• 
tralnill& oe 
tll• job, 
(l) 
( ) 
( ) 
( ) 
( ) 
() 
( ) 
( ) 
( ) 
() 
lAarn oa 
th• job 
froa 
practical 
-ianca, 
(4) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
( ) 
() 
( ) 
I--' 
0 
w 
6. Hany people have dlfferant view• about how they like to approach proble• eolvt na on th• job. Pl•••• 111d1c• t• 10111' paraonAl prtf•raac.e tor 
,olvtnc probl ... which you encola'\ter r•auler l y ia your poa1 t1on, 
A 
1. I prefer to u•• "trilld and trueN .. thoda for 
aolvi01 job ralated probloM . 
2. I prefer to periodically dbcuu ry work vitb 
othera . 
). I prefer worldna on problem.a, project•, or 
with altuatlona that are capable of a quick 
aolution. 
4. I prefer to generallae in my planning or 
a.anaging approach •• such •• poaaible, 
11applng out broad fe:aturea of important new 
areaa, leaving detailed 1tudy to othera. 
5. I do not m.Jnd undertaking pr o ject! or dealtna 
with a1tuationa that involve considerable 
risk. of failure if it interests rne. 
6. I prefe r to take peraonal re8ponsibility for 
working with 1uperiora, subordinate•, or 
groups to get practical application ot •Y 
ideas. ~ 
7. I prefer to work in cloae a~s oc iation with 
other, when planning or iunaging . 
8 . I pr~fer to consider many aspe ct s of a 
problem at the •a1De thne . 
9 , I prefer working on difficult and 
challengina proble•. 
10 . I like to read and dev<!lop a variety of 
eklll, and kno~ledge areat outside ay 
immediate tntereua. 
11. l prerer dealing with atraightfon.iard 
problem• that you can attack directly, 
without continual r1viaiona and chanae•. 
. 
! 
.... 
"" 
"" • 
• 
• 
e 
"8 
/!. 
:! 
~ 
.., 
II 
e 
II 
~ 
.. 
0 
., 
. 
1! 
II 
.. 
~ 
~ 
.... 
"" "" ..
.. 
() () () () () 
() () () () () 
() () () () () 
() () () () () 
() () () () () 
() () () () () 
() () () () () 
() () ( ) () () 
() () () () () 
() () ( ) () () 
() () () () () 
I 
I Ilk• to try nev id••• and -thod• tor 
tolving job relet•4 proble ... 
I prefer not to d11cu.1• wy vork. vtth othara 
in order to avoid lntarfarence. 
I prefer to work oa proble••, project•, or vitb 
aitu.1tion1 with a lona t iM tr .... 
l pref~r tu apec1aliz.e in 11lectad epecific araaa, 
probing aa deeply aad thorouahly •• poeaibla . 
1 prefer undertald n& project• or dealin& vltb 
aituationa that do not involve con1idarable 
riak of failure. 
I prefer to le:aw the reaponaib111ty for 
applying ay !due to othera . 
l pre:rer to work by ayaelt wh.eo plannin1 or 
aanagin1. 
I prefer to focua ia 00 a few k.ay aapecta of a 
problem at the ••• ti ... 
I pr~ fe r workina on faailiar and aaaily aolvad 
pr obl em• . 
I prefer reading article• dealt01 pr1ur1ly 
with 11y own field of expartiaa. 
I do not mlnd work.in& with problem• who1e 
aolutiona roquira continual revtaion and 
1xam1n.:ition. 
• j 
., 
& 
( ) 
() 
( ) 
() 
( ) 
() 
() 
() 
() 
() 
() 
I 
0 
., 
!:; 
~ 
., 
C j 
( ) 
() 
( ) 
( ) 
() 
( ) 
() 
() 
() 
() 
() r-' 0 
.i::--
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7. If t her e are o ther skills which you feel are important to your position 
now or which "'111 be more important in the future, please list them below. 
8. Below is a ·list of disci plines which may support or have bearing upon 
outdoor recreation relate d positions. Please indicate the degree of 
competence a person in a position such ss yours should have . 
Soils 
Sociology 
Landscape Architecture 
Forest Hanagement 
Political Science 
Water Quality Analysis 
Geology 
Economics 
Range Management 
Psychology 
Wildlife and/or Fisheries 
Management 
Archaeology 
Plant Taxonomy/ 
Identification 
Civil Engineering 
Anthropology 
Land Use Planning 
Computer Science 
Statistics 
Journa l ism 
Rorti culure, Agronomy 
Hi s tory (American or 
Sta t e) 
needs no 
particular 
knowledge 
of the 
field 
needs the 
equivalent 
of a lec-
ture course 
overview of 
the subject 
needs suffi- ahould be 
cient know- nearly as 
ledge and competent 
understand- as a 
i ng to make sp ecialist 
decisions in th e f i e l d 
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9. Which of the following statements most closely fits your situation? 
My main interest is in an area other than recreation; I am 
in this position primarily because my organization needed 
someone to fill it. 
I feel outdoor recreation is as good as the next area, but it 
ts not my main interest. If another opportunity in another 
field came along, I would take it. 
I am mainly interested in outdoor recreation as a profession. 
Other (explain): 
10. Are there any skills or competences required of a person in outdoor 
recreation related positions that distinguish them from other disciplines? 
If so, please describe them below. 
11. HD'W do you feel about outdoor recreation as a profession? (check one) 
I feel it is a full-fledged profession with its own special 
competences and techniques. 
I think it could be a profession, but that the field will have 
to evolve a lot more. 
While training is valuable, I do not think it will ever attain 
the ~ophistication of other resource management disciplines. 
I think that persons trained in other disciplines could do a 
satisfactory job with several specializ.ation courses in outdoor 
recreation. 
I think most anyone could do a good job in outdoor recreation 
without special training. 
12. How many years have you worke,l in your present position? 
13. How many years have you worked in outdoor recreation? 
J.06 
14. Please give your own education: 
Less than high school 
High school graduate 
Technical School (please specify area): 
Associate's Degree 
Bachelor's Degree 
M.S. 
Ph.D. 
Year Place 
9 
Major 
15. Do you think recreation students should be involved with an internship 
program as part of their college education? Yes No 
16. If yes, would you be able and willing to have an intern work with your 
unit for 8-10 weeks? Yes No 
17. Because we are attempti ng to better define skills and knowledge 
needed in the re c reation field, any other comments you wish to 
offer will be appreciated. 
If you would l ike a summary of the study, please give your name and address: 
Thank you . 
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